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The problem. The purpose of this study was to examine 
the sisnificance and influence of other persons on the lives 
d 
and careers of women in higher education administration. The 
study included women employed in senior-level higher educa- 
tion administration in Iowa in the spring of 1981. 
Procedure. The data for this study were drawn fram the 
sample population by the use of two survey instruments: a 
survey questionnaire and an interview schedule. The popula- 
tion for this study consisted of women employed in adminis- 
trative positions in two- and four-year institutions of 
higher education in Iowa, This included a total of forty- 
five institutions, 
Findings. The majority of the women were over forty- 
two years of age, Caucasian, first-born child or first-born 
daughter, currently not married, and had a doctorate. The 
majority were employed in private four-year institutions 
and had been in their current position for five or fewer 
years. The women selected as the most important factors in 
the development of their careers, being competent, having 
strong drive and determination, knowledge gained in school 
or other courses, having a good personality, and luck or 
fate. 
Female teachers were the most influential people in the 
careers of the women. Nearly all the women--89 percent-- 
indicated they had acted as mentors in the past and would 
act as mentors in the future. A total of 8 3  percent of the 
women agreed that having a mentor is helpful to a young 
woman beginning her career. 
Conclusions. Administrators and governing bodies of 
higher educaei.sl? institutions nee6 to be more affirmative 
in their encouragement of women in administration and in 
searching for women for administrative and faculty positions. 
Recommendations. Replication of this study with women 
senior-level a2ministrators throughout the United States 
would contribute to the growing body of research on women 
in administration. Research on women in other career fields-- 
sports, business, politics--would provide further information 
about career mentoring. 
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CHAPTER ONE 
I n t r o d u c t i o n  
There  a r e  f a r  fewer women i n  s e n i o r - l e v e l  a d m i n i s t r a -  
t i v e  p o s i t i o n s  i n  h i g h e r  e d u c a t i o n  t h a n  would s e e m  t o  be 
compat ib le  w i t h  t h e i r  numbers on f a c u l t i e s  and i n  s t u d e n t  
bod ie s .  For example, 8 p e r c e n t  of t h e  American c o l l e g e  and 
u n i v e r s i t y  p r e s i d e n t s  a r e  women w i t h  4 6  p e r c e n t  of t h e s e  
be ing  members of  r e l i g i o u s  o r d e r s .  S e v e r a l  e x p l a n a t i o n s  
have been advanced t o  e x p l a i n  t h e  s m a l l  number of  women i n  
t h e  t o p  a d m i n i s t r a t i v e  p o s i t i o n s ,  
P a t r i c i a  A l b j e r g  Graham, p r o f e s s o r  a t  Harvard U n i v e r s i t y  
and former D i r e c t o r  of  t h e  N a t i o n a l  I n s t i t u t e  of Educa t ion  
obse rves  t h a t  t h e  s t a t u s  of  women i n  academe r e f l e c t s  
s o c i e t y ?  e x p e c t a t i o n s  of women. The s o c i a l  e x p e c t a t i o n ,  
consc ious  o r  unconsc ious ,  i s  t h a t  s h e  remain i n  a subord in-  
a t e  r o l e ,  n o t  a  t o p  manager ia l  p o s i t i o n .  I t  is expec ted  t h a t  
men w i l l  move i n t o  p o s i t i o n s  of e q u a l i t y  w i t h  o l d e r  men. I f  
a woman a s p i r e s  t o  such l e a d e r s h i p  r o l e s ,  however, she i s  
1 American Counci l  on Educa t ion ,  O f f i c e  of  Women i n  
Higher Educa t ion ,  "Women Chief Execut ive  O f f i c e r s  i n  Col- 
l e g e s  and U n i v e r s i t i e s , "  Corment, 1 2  ( J anua ry  1 9 8 1 )  , 7 .  
n o t  r e a d i l y  a c c e p t e d  by o t h e r s ,  i n c l u d i n g  women. 1 
Another  e x p l a n a t i o n  f o r  t h e  l i m i t e d  number o f  women i n  
s e n i o r - l e v e l  a d m i n i s t r a t i v e  p o s i t i o n s  is s u g g e s t e d  by R i t a  
W. Gooley,  p r o f e s s o r  o f  p o l i t i c a l  s c i e n c e  a t  N e w  Yark 
U n i v e r s i t y :  
The U n i v e r s i t i e s  t e n d  t o  t h i n k  a u t o m a t i c a l l y  i n  
t e r m s  o f  men when f i l l i n g  a  new p o s i t i o n ,  I n  a  
s e n s e  i t ' s  l i k e  r a c i s m .  T h i s  d i s c r i m i n a t i o n  
e x i s t s  a t  a n  u n c o n s c i o u s  l e v e l ,  T h e r e  i s  no 
o p p o r t u n i t y  f o r  women i n  a d m i n i s t r a t i o n .  W e  a r e  
up a g a i n s t  a  s t r o n g  c u l t u r a l  phenomenon, mass male  
c h a u v i n i s m .  I f  a  woman w a n t s  t o  b e  a n  adrnknis t ra-  
t o r ,  t h e  f i e l d  i s  v e r y  na r row.  2 
I n  Rosabe th  Moss K a n t e r ' s  book ,  Men and Women o f  t h e  
C o r p o r a t i o n ,  s h e  d e s c r i b e d  t h e  m a i n t e n a n c e  of homogeneity 
i n  management s e l e c t i o n .  Even though  K a n t e r ' s  f i n d i n g s  
r e l a t e  t o  m a n a g e r i a l  p o s i t i o n s  i n  c o r p o r a t i o n s ,  t h e  c o n c e p t s  
s h o u l d  be a p p l i c a b l e  t o  t h e  employment o f  c o l l e g e  and 
u n i v e r s i t y  a d m i n i s t r a t o r s .  Of t h e  managers  K a n t e r  s t u d i e d  
s h e  found:  
One way t o  e n s u r e  a c c e p t a n c e  and e a s e  o f  communi- 
c a t i o n  was t o  l i m i t  m a n a g e r i a l  j o b s  t o  t h o s e  who 
w e r e  s o c i a l l y  homogeneous. I t  was e a s i e r  t o  t a l k  
t o  t h o s e  of  o n e ' s  k i n d  who had s h a r e d  e x p e r i e n c e s - -  
more c e r t a i n ,  more a c c u r a t e ,  more p r e d i c t a b l e .  L e s s  
l p a t r i c i a  A l b j e r g  Graham, " S t a t u s  T r a n s i t i o n s  o f  Women 
S t u d e n t s ,  F a c u l t y  and A d m i n i s t r a t o r s , "  Academic Women on 
t h e  Move, eds. A l i c e  S .  R o s s i  and Ann C a l d e m o o d  ( N e w  York: 
R u s s e l l  Sage  F o u n d a t i o n ,  19731,  p .  1 6 4 .  
2 ~ i t a  W. Cooley , c i t e d  by Rober t  M .  Cunninghaii., J r .  , 
"Women Who Made I t  O f f e r  I n s i g h t s  (Some Unin tended)  I n t o  
T h e i r  P r o b l e m s ,  " C o l l e g e  and U n i v e r s i t y  B u s i n e s s ,  48 (February 
2 9 7 0 )  , 60. 
t ime cou ld  be s p e n t  c o n c e n t r a t i n g  on s u b t l e  
meanings,  and more t ime ( such  a s  over loaded  r e s o u r c e  
f o r  managers) on t h e  t a s k ,  There  was a  dec ided  
wish t o  avoid  t h o s e  people  w i t h  whom communication 
was f e l t  t o  be  uncomfor tab le ,  t h o s e  who took  t i m e  
t o  f i g u r e  o u t  o r  seemed u n p r e d i c t a b l e  i n  t h e i r  
conduc t .  Devian ts  and n o n c o n f ~ r m i s t s  w e r e  cer- 
t a i n l y  s u s p e c t  for t h i s  r ea son .  Women were dec ided ly  
p l aced  i n  t h e  ca t ego ry  o f  t h e  incomprehens ib le  and 
u n p r e d i c t a b l e .  There w e r e  many r e p o r t s  t h a t  
managers f e l t  uncomfortable  hav ing  t o  communicate 
w i t h  women. " I t  took more t i m e , "  t hey  s a i d .  "You 
never  knew where you s t o o d . "  "They changed t h e i r  
minds a l l  t h e  t ime;  I never  knew what t h e y ' d  do  from 
one minute  t o  t h e  n e x t . "  "With women's lib around,  I 
never  know what t o  c a l l  them." wThey ' r e  ha rd  t o  
unde r s t and .  " "I 'm always making assumptions  t h a t  
t u r n  o u t  t o  be  wrong. " l  
Touchton and S h a v l i k ,  s t a f f  members a t  t h e  O f f i c e  o f  
Women i n  Higher Educa t ion ,  American Counci l  on Educa t ion ,  
s u g g e s t  t h a t  c o l l e g e  and u n i v e r s i t y  p r e s i d e n t s  a r e  as l i k e l y  
a s  c o r p o r a t e  e x e c u t i v e s  t o  look f o r  a s s i s t a n t s  o r  s u c c e s s o r s  
who a r e  i n  t h e i r  own image.' They r e p o r t  t h a t  comments from 
c o l l e g e  and u n i v e r s i t y  a d m i n i s t r a t o r s  i n c l u d e :  "She j u s t  
d o e s n ' t  look l i k e  a  p r e s i d e n t . "  "How would s h e  hand le  
s o c i a l  f u n c t i o n s  w i t h o u t  a  w i f e ? "  'T always though t  fund- 
r a i s i n g  was d i f f i c u l t  f o r  women. " Kanter  ' s homogeneity 
' ~ o s a b e t h  Moss Kan te r ,  Men and Women of  t h e  Corpora t ion  
( N e w  York: Basic Books, I n c . ,  1977), p. 58.  
' ~ u d i t h  Touchton and Donna S h a v l i k ,  "Chal lenging  t h e  
Assumption o f  Leadersh ip :  Women and Men of t h e  Academy," 
New D i r e c t i o n s  f o r  Higher  Educa t ion ,  2 2  (March 1979) , 9 9 .  
 ouchto ton and S h a v l i k ,  p. 1 0 0 .  
h y p o t h e s i s  may have t h e  e f f e c t  of  e x c l u d i n g  t h o s e  who a r e  
regarded  a s  d i f f e r e n t ,  t h u s  l i m i t i n g  p o t e n t i a l  l e a d e r s  t o  
one-half  t h e  popu la t ion .  
Geraldene F e l t o n  i n  an e d i t o r i a l  f o r  Image, a p ro fe s -  
s i o n a l  j o u r n a l  f o r  n u r s e s ,  summarized r ea sons  f o r  t h e  
d e a r t h  o f  women i n  p o s i t i o n s  of  l e a d e r s h i p  i n  e d u c a t i o n a l  
a d m i n i s t r a t i o n .  Among t h e s e  r e a s o n s  were: (1) women l a c k  
v i s i b i l i t y  and o p p o r t u n i t y  t o  be  s e e n  working e f f e c t i v e l y ,  
( 2 )  s e a r c h  committees use  t r a d i t i o n a l  c r i t e r i a  which may work 
a g a i n s t  women, ( 3 )  women a r e  h e l d  r e s p o n s i b l e  f o r  p a r e n t i n g ,  
t h u s  keeping women i n  s lower  c a r e e r  t r a c k s  t h a n  men, and 
( 4 )  women o f t e n  l a c k  sponso r s  o r  mentors who can be h e l p f u l  
i n  promoting c a r e e r  p r o g r e s s .  1 
The concept  of r o l e  models and mentors  h a s  r e c e i v e d  
i n c r e a s e d  emphasis by t h o s e  i n t e r e s t e d  i n  t h e  advancement 
o f  women i n  male-dominated p r o f e s s i o n s .  Nieboer ,  Ph,D. 
c a n d i d a t e  i n  Leade r sh ip  and Human Behavior ,  a t  t h e  
Uni ted  S t a t e s  I n t e r n a t i o n a l  U n i v e r s i t y ,  San Diego, C a l i f o r n i a ,  
sugges ted  t h a t d u e  t o  t h e  l a c k  of r o l e  models o f  s u c c e s s f u l  
women a d m i n i s t r a t o r s ,  many women a r e  n o t  ready t o  c o n s i d e r  
n o n t r a d i t i o n a l  s e n i o r - l e v e l  a d m i n i s t r a t i v e  p o s i t i o n s  i n  
c o e d u c a t i o n a l  i n s t i t u t i o n s  of h i g h e r  e d u c a t i o n ,  "Without 
' ~ e r a l d e n e  F e l t o n ,  "On Women. Networks. Pa t ronaqe  and 
Sponso r sh ip ,  "Image, X (October 1978) , 59, 
'Nancy Nieboer ,  "There i s  a  C e r t a i n  Kind of  Woman.. . ,"  
J o u r n a l  of  t h e  N a t i o n a l  A s s o c i a t i o n  f o r  Women Deans, Admin- 
i s t r a t o r s  and Counse lo r s ,  38  (Spring-Summer 1975) , 9 9 .  
role models, an increase in women administrative applicants 
is unlikely; without an increase in applications and 
appointments, the number of women administrators is not 
likely to increase. Alexander W.  sti in, professor of 
higher education at UCLA, states: 
The absence a£ women in top administration can 
create an environment that lacks not only role 
models for women who might ultimately become 
administrators, but also the unique perspective 
that women might bring to the varied tasks of 
administering a college.,..administration is 
still a male-dominated field in which women candi- 
dates are simply not seriously considered when most 
coeducational institutions recruit new presidents. 2 
Gail Sheehy, in her book Passages: Predictable Crises 
of Adult Life, says, "Few mentors are available for women. 
Indeed, when I brought up the question of mentors with 
women, most of them didn't know what I was talking about. I 1  3 
Rationale for the Study 
As indicated in the introduction, there are relatively 
few women in senior-level administrative positions in the 
higher education community. Examination and analyses of 
the characteristics of women who are in such positions are 
'~lexander W. Astin, "Academic Administration: The 
Hard Care of Sexism in Academe," UCLA Educator, 19 (Spring 
1 9 7 7 )  , 60, 63, 65. 
 ail Sheehy , Passages : Predictable Crises of Adult 
Life (New Uork: E. P .  Dutton, l974), p. 132. 
6 
a l s o  l a c k i n g .  Th i s  s t u d y  a t t empted  t o  p rov ide  t h e  fa l low-  
i n g  i n f o r m a t i o n  about  women i n  h i g h e r  educa t ion  admin i s t r a -  
t i o n :  
1. Development of a  p r o f i l e  of p e r s o n a l  and p ro fe s -  
s i o n a l  c h a r a c t e r i s t i c s .  
2 .  I d e n t i f i c a t i o n  of  problems encounte red .  
3 .  Examination o f  t h e  i n c i d e n c e ,  i n f l u e n c e  and 
s i g n i f i c a n c e  o f  r o l e  models and mentors .  
4 .  D e l i n e a t i o n  of c a r e e r  t r a c k s  and pathways. 
The f i n d i n g s  o f  t h i s  s tudy  c o n t r i b u t e  t o  t h e  growing 
body o f  r e s e a r c h  about  women i n  a d m i n i s t r a t i o n  and t o  t h e  
f o r m u l a t i o n  o f  s t r a t e g i e s  f o r  i n c r e a s i n g  t h e  number o f  
women i n  s e n i o r - l e v e l  a d m i n i s t r a t i v e  p o s i t i o n s  i n  h i g h e r  
e d u c a t i o n .  
S t a t emen t  of  t h e  Problem 
The purpose  of  t h i s  s t u d y  was t o  examine t h e  s i g n i f i -  
cance  and i n f l u e n c e  of  o t h e r  persons  on t h e  l i v e s  and 
c a r e e r s  o f  women i n  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n .  The  
s t u d y  inc luded  women employed i n  s e n i o r - l e v e l  h i g h e r  educa- 
t i o n  a d m i n i s t r a t i o n  i n  Iowa i n  t h e  s p r i n g  of 1 9 8 1 .  
The popu la t ion  f o r  t h i s  s t u d y  c o n s i s t e d  of  women who 
were o r  w i l l  be employed i n  a d m i n i s t r a t i v e  p o s i t i o n s  i n  two- 
and four -year  i n s t i t u t i o n s  o f  h i g h e r  e d u c a t i o n  i n  Iowa i n  
t h e  1 9 8 0 ' s .  The sample comprised women employed i n  t h e  
s p r i n g  of 1981 i n  s e n i o r - l e v e l  h i g h e r  e d u c a t i o n  admin i s t r a -  
t i v e  p o s i t i o n s  i n  I o w a .  
S i g n i f i c a n c e  of  t h e  Study 
There  is  a need t o  in form p r o s p e c t i v e  female  adminis-  
t r a t o r s  abou t  the backgrounds,  l i f e s t y l e s  and q u a l i t i e s  of 
s u c c e s s f u l  women i n  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n .  I t  i s  
e s s e n t i a l  f o r  women t o  have a  r o l e  model and a  gu ide  t o  
ass is t  them i n  i d e n t i f y i n g  problem a r e a s  and i n  a p p r a i s i n g  
s t r e n g t h s  and a b i l i t i e s  r e l a t i v e  t o  a r e a s  o f  a d m i n i s t r a t i o n .  
Assumptions 
For t h e  purposes  of  t h i s  s tudy  t h e  assumption was made 
t h a t  t h e  p a r t i c i p a n t s  who were i n t e r v i e w e d  and surveyed 
were hones t  i n  t h e i r  r e sponses .  I t  was assumed t h a t  t h e  
p a r t i c i p a n t s  were n o t  i n h i b i t e d  by be ing  t a p e  recorded  
d u r i n g  the i n t e r v i e w s .  
L i m i t a t i o n s  
S e l e c t i o n  of  t h e  p a r t i c i p a n t s  f o r  t h i s  s t u d y  was 
l i m i t e d  t o  t h e  s t a t e  of Iowa. The r e s e a r c h e r ' s  e x p e r i e n c e s  
and i n t e r e s t  i n  t h e  t o p i c  may have b i a s e d  what s h e  heard  i n  
t h e  i n t e r v i e w  p r o c e s s .  The  i n fo rma t ion  provided  by t h e  
p a r t i c i p a n t s  i s  a f f e c t e d  by t h e i r  r e c a l l  and by t h e i r  per -  
c e p t i o n s  of  t h e i r  e x p e r i e n c e s .  
D e f i n i t i o n  of Terms 
For  t h e  purposes  of t h i s  s tudy  t h e  fo l lowing  d e f i n i t i o n s  
were used:  
I .  Role models. I n d i v i d u a l s  whose b e h a v i o r s ,  p e r s o n a l  
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s t y l e s ,  and s p e c i f i c  a t t r i b u t e s  a r e  emulated by o t h e r s .  1 
2 .  S i g n i f i c a n t  o t h e r s .  Any person  ( o t h e r  t h a n  t h e  
i n d i v i d u a l  h imse l f  o r  h e r s e l f )  c o n s i d e r e d  by an i n d i v i d u a l  
t o  be  i m p o r t a n t  i n  o r  t o  have s t r o n g  i n f l u e n c e  ( p o s i t i v e  o r  
n e g a t i v e )  o v e r  a  key p o r t i o n  o f  t h a t  i n d i v i d u a l ' s  l i f e .  2 
3 .  Mentors.  I n d i v i d u a l s  who a r e  i d e n t i f i e d  by t h e i r  
p r o t e g e s  a s  hav ing  gone o u t  o f  t h e i r  way t o  s u c c e s s f u l l y  
h e l p  them m e e t  t h e i r  l i f e  g o a l s ,  3 
4 .  P r o t e g e s .  I n d i v i d u a l s  who have r e c e i v e d  s p e c i a l  
a s s i s t a n c e  i n  r e a c h i n g  t h e i r  l i f e  g o a l s  from o t h e r  pe r sons  
(men to r s )  . 4 
5 .  Mentoring.  A s s i s t a n c e  g iven  t o  a p r o t e g e  by a 
mentor .  5 
6 .  S e n i o r - l e v e l  a d m i n i s t r a t o r s .  I n d i v i d u a l s  who 
s e r v e  i n  t h e  fo l lowing  p o s i t i o n s  i n  two- o r  four -year  h i g h e r  
e d u c a t i o n  i n s t i t u t i o n s :  p r e s i d e n t ,  c h i e f  academic o f f i c e r ,  
l ~ i l e e n  C .  S h a p i r o ,  F lo rence  P .  H a s e l t i n e ,  and Mary P .  
Rowe, "'Moving Up: Role Models, Mentors and t h e  ' P a t r o n  
System, "' Sloan  Management Review, 1 9  (1978) , 5 2 .  
2 ~ i n d a  L e e  P h i l l i p s ,  "Mentors and P ro t eges :  A Study of 
t h e  Ca ree r  Development of Women Managers and Execut ives  i n  
Bus iness  and I n d u s t r y "  (unpubl i shed  Doc to ra l  d i s s e r t a t i o n ,  
U n i v e r s i t y  of  C a l i f o r n i a  - Los Angeles ,  1 9 7 7 1 ,  p. 4, 
c h i e f  development o f f i c e r ,  c h i e f  b u s i n e s s  o f f i c e r ,  c h i e f  
student l i f e  o f f i c e r  and deans  o f  c o l l e g e s  o r  s c h o o l s  a t  t h e  
u n i v e r s i t y  l e v e l .  
CHAPTER TWO 
Review of Re la t ed  L i t e r a t u r e  
f n t r o d u c t i ~ n  
Research f i n d i n g s  and a summary uf t h e  r e l a t e d  l i t e r a -  
t u r e  w i l l  b e  p r e s e n t e d  i n  t h e  following topical d r g a n i z a t i s n :  
1. Women i n  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n .  
2 ,  Role models and w o m e n  i n  h i g h e r  e d u c a t i o n  admin- 
i s t r a t i o n .  
3. Mentors and women i n  higher educaf  i o n  a d m i n i s t r a t i a n .  
14ornen i n  Higher Educa t ion  Admin i s t r a t i on  
Desp i t e  e q u a l  employment o p p o r t u n i t y  laws and a f f i rma-  
t i v e  a c t i o n ,  on ly  8 p e r c e n t  o f  t h e  American c o l l e g e  and 
u n i v e r s i t y  p r e s i d e n t s  a r e  women, and 4 6  p e r c e n t  of  t h e s e  
are members of  r e l i g i o u s  o r d e r s  .' S e v e r a l  e x p l a n a t i o n s  for 
t h e  l a c k  o f  women i n  s e n i o r - l e v e l  a d m i n i s t r a t i v e  p o s i t i o n s  
i n  h i g h e r  e d u c a t i o n  have been advanced i n  c u r r e n t  r e s e a r c h  
s t u d i e s .  The c u r r e n t  l i t e r a t u r e  can be  c l a s s i f i e d  i n t o  two 
a r e a s :  s o c i e t a l  and c u l t u r a l  i n f l u e n c e s  on women a s p i r i n g  
t o  p o s i t i o n s  of s e n i o r - l e v e l  a d m i n i s t r a t i o n  and i n s t i t u t i o n a l  
'American Counci l  on Educa t ion ,  O f f i c e  of  Women i n  
Higher  Educa t ion ,  p .  7 .  
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p r a c t i c e s  a f f e c t i n g  women i n  t h e i r  e f f o r t s  t o  o b t a i n  admin- 
i s t r a t i v e  p o s i t i o n s .  
S o c i e t a l  and C u l t u r a l  I n f l u e n c e s  on 
Women i n  Higher  Educa t ion  
. . . p r e j u d i c e s  and outmoded customs act  as 
b a r r i e r s  t o  t h e  f u l l  r e a l i z a t i o n  o f  women's 
b a s i c  r i g h t s  which s h o u l d  b e  r e s p e c t e d  and 
f o s t e r e d  a s  p a r t  of o u r  N a t i o n ' s  commitment 
t o  human d i g n i t y ,  freedom, and democracy .... 
Today ' s  American women r e c e i v e  t h e i r  f i r s t  s o c i a l i z a t i o n  
c o n c e r n i n g  s e x  r o l e s  when, a s  newborn i n f a n t s ,  t h e y  a r e  
c a r e f u l l y  wrapped i n  p r e t t y  p i n k  b l a n k e t s .  A s  young 
c h i l d r e n ,  t h e y  a r e  encouraged by t h e i r  f a m i l i e s  t o  p l a y  
house ,  t a k e  c a r e  o f  d o l l s  and ac t  l i k e  " l a d i e s .  " 2  The 
e f f e c t s  o f  s e x - r o l e  s t e r e o t y p i n g  c o n t i n u e s  i n  young g i r l s  
when t h e y  axe  rewarded f o r  p a s s i v e ,  q u i e t ,  c o n f o r m i s t  be- 
h a v i o r  w h i l e  b e i n g  d i s c o u r a g e d  from a s s e r t i v e ,  dominant ,  
c o m p e t i t i v e  i n t e r a c t i o n  w i t h  o t h e r s .  3 
l ~ o h n  F. Kennedy, i n  e s t a b l i s h i n g  t h e  P r e s i d e n t ' s  Corn- 
m i s s i o n  on t h e  S t a t u s  o f  Women i n  1961,  c i t e d  by Pamela Roby, 
" S t r u c t u r a l  and I n t e r n a l i z e d  B a r r i e r s  t o  Women i n  Higher  
E d u c a t i o n , "  Toward a  Soc io logy  o f  Women, ed .  C o n s t a n t i n a  
S a f i l i o s - R o t h s c h i l d  (Lex ing ton ,  Massachuse t t s /Toron to :  Xerox 
C o l l e g e  P u b l i s h i n g ,  1972) , p .  131,  
'pamela Roby. " S t r u c t u r a l  and I n t e r n a l i z e d  B a r r i e r s  t o  
Women i n  Righer  E d u c a t i o n , "  Toward a  Soc io logy  o f  Women, 
S a f i l i o s - R o t h s c h i l d ,  p .  131.  
' ~ u z a n n e  E. E s t l e r ,  "Women a s  Leaders  i n  P u b l i c  Educa- 
t i o n , "  S i g n s :  J o u r n a l  of Women i n  C u l t u r e  and S o c i e t y ,  1 
(Win te r  1975) , 3 7 8 ,  
P s y c h o l o g i s t  E leanor  Maccoby s u g g e s t s  t h a t  g i r l s  who 
show q u a l i t i e s  o f  dominant,  a s s e r t i v e  behav io r  a r e  engaging 
i n  what is  p e r c e i v e d  a s  i n a p p r o p r i a t e  s e x  r o l e  behav io r  and 
o f t e n  pay f o r  i n t e l l e c t u a l  s u c c e s s  w i t h  mental  a n x i e t y .  1 
Horner s t u d i e d  t h e  c o n f l i c t  between s o c i a l  accep tance  and 
s u c c e s s  and concluded t h a t  most women r e s i g n e d  themselves  
t o  a c c e p t i n g  t h e  f a c t  t h a t  i n t e l l e c t u a l  achievement would 
r e s u l t  i n  a l o s s  o f  f e m i n i n i t y ,  u n p o p u l a r i t y ,  and' l o n e l i n e s s .  
She i n d i c a t e s  t h a t  " a  b r i g h t  woman is  caught  i n  a double  
b i n d .  I n  ach ievement -or ien ted  s i t u a t i o n s ,  s h e  w o r r i e s  not 
on ly  abou t  h e r  f a i l u r e s  b u t  a l s o  about  s u c c e s s .  " 2  o r ,  
"whereas men a r e  unsexed by fa i lu re . . .women s e e m  t o  be un- 
sexed  by s u c c e s s .  rr 3 
E p s t e i n  s u p p o r t s  H o r n e r ' s  doub le  b i n d  o b s e r v a t i o n  i n  
r e l a t i o n  t o  s u c c e s s ,  s t a t i n g  t h a t  major p e r s o n a l  a t t r i b u t e s  
i n  many p r o f e s s i o n s  and o c c u p a t i o n s  such a s  a g g r e s s i v e n e s s ,  
p e r s i s t e n c e ,  d r i v e ,  p e r s o n a l  d e d i c a t i o n  and emot iona l  de tach-  
ment,  a r e  c o n s i d e r e d  t o  be ~ a s c u l i n e . ~  A s  Maccoby and J a c k l i n  
?Eleanor Maccoby , "Women's I n t e l l e c t ,  " Family i n  T r a n s i t i o n ,  
e d s .  Ar l ene  S ,  Sko ln i ck  and Jerome A .  Skoln ick  (Boston:  Little, 
Brown & Company, 1 9 7 1 ) ,  pp. 242-54. 
' ~ a t i n a  S . Horner , " F a i l  t Bright Women, " Psychology 
Today, 3 (November 1969), 36-38, 62. 
' ~ a t i n a  S .  Horner ,  'Femin in i ty  and S u c c e s s f u l  Achieve- 
ment: A B a s i c  i n c o n s i s t e n c y ,  " Roles Women Play: Readings 
Toward Women's L i b e r a t i o n ,  e d .  Michele H ,  Barsk (Belmont, 
C a l i f o r n i a :  Brooks & C o l e ,  19711, pp, 97-122 .  
' ~ ~ n t h i a  F. E p s t e i n ,  Woman's Place: O p t i o n s  and L i m i t s  
i n  P r o f e s s i o n a l  Ca ree r s  (Berkeley:  U n i v e r s i t y  of C a l i f o r n i a  
P r e s s ,  1970) , pp.  2 0 ,  2 3 ,  
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reported, traits consistent with the adult male role are 
the characteristics associated with leadership positions. 1 
In contrast, traits associated with the adult female role 
such as passivity, timidity and emotionalism are not char- 
acteristics of individuals in leadership positions. 2 
Weber, Feldman and Poling suggested that personal and 
family expectations present barriers to wornene3 Because of 
societal and biological demands on a woman, her bhoice to 
pursue a career may involve her in role conflicts and may 
require her to adopt a complex lifestyle in order to 
accommodate career and family responsibilities. * A recent 
National Institute of Education study suggested that women 
have competing demands between the professional role and the 
mothering role which becomes even more complicated when her 
career is secondary to her spouse's. 5 
l~leanor E. Maccoby and Carol N. Jacklin, 
Psycholoqy of Sex Differences (Stanford, Calif.: Stanford 
University Press, 1974), pp. 361, 368. 
'L. Bach, "Of Women, School Administration, and 
Discipline," Phi Delta Kappan, 57 {1976), 463-66. 
3 Marqaret B. Weber, Jean R. Feldman, and Eve C. Poling, 
"Why women are Underrepresented in Educational Administra- 
tion," Educational Leadership, 38 (January 19811, 320. 
5~ational Institute of Education, Women in Educational 
Administration: The Principalship (draft) (Washington, D . C . :  
NIE, 1980), cited by Weber, ~e~drnan, and Poling, p .  320. 
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Conflict exists within the roles as professional and 
mother and between herself and spouse with respect to 
parental and career roles. l ~rchniak. Gross and Trask 3 
reported that most female administrators are single and of 
those who are married, very few have young children. The 
opposite tends to be true for male administrators. These 
data suggested that women administrators resolve potential 
conflict between career and spouse by not marryihg, by not 
having children, or by waiting until after childbearing to 
assume an administrative position. 4 
Suzanne Estler, in a review of literature on women in 
public education, found that the reasons given by researchers 
for the lack of women in leadership positions could be 
assigned to one of three models: a woman's place model, a 
discrimination model, or a meritocracy model. 5 
'~ational Institute a£ Education, cited by Weber, 
Feldman, and Poling, p. 321. 
L Stefen Krchniak, "Variables Associated with Low Lnci- 
dence of Women in School Administration: Towards Empirical 
Understanding" (paper presented at the annual meeting of 
AERA, March, 1978, Toronto, Canada), cited by Weber, Feldman, 
and Poling, p. 321. 
'~eal Gross and Anne E.  Trask, The Sex Factor and the 
Management of Schools (New York: Wiley, 1 9 7 6 ) ,  cited by 
Weber, Feldman, and Poling, p. 321. 
*~eber, Feldman, and Poling. p. 321. 
' ~ s t l e r ,  pp. 3 6 8 - 7 0 .  
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The woman's p l a c e  model is based  on t h e  assumption 
t h a t  t h e  l a c k  o f  women i n  l e a d e r s h i p  p o s i t i o n s  is due t o  
d i f f e r e n t  s o c i a l i z a t i o n  p a t t e r n s  o f  men and women. For  a 
woman t o  succeed  i n  a s o c i e t a l l y  d e s i g n a t e d  man's r o l e  
means s h e  has  f a i l e d  i n  h e r  a s s i g n e d  r o l e .  T h i s  model sup- 
p o r t s  a world  of  work i n  which t h e r e  a r e  men's jobs  and 
women ' s jobs .  1 
The d i s c r i m i n a t i o n  model i s  based  on t h e  ass'umption 
t h a t  i n s t i t u t i o n s  f a v o r  men i n  t r a i n i n g ,  h i r i n g  and promotion.  
T h i s  model i s  suppor t ed  by ev idence  which shows t h a t  t h e r e  
a r e  q u a l i f i e d  women who a r e  pas sed  o v e r  i n  f a v o r  o f  male 
a p p l i c a n t s .  2 
The mer i toc racy  model assumes t h a t  t h e  most competent  
people  a r e  promoted acco rd ing  t o  t h e i r  a b i l i t y ;  t h e r e f o r e ,  
men must b e  more q u a l i f i e d  and competent  s i n c e  t h e y  a r e  
3 promoted s o  o f t e n .  Lyman and S p e i z e r  sugges ted  t h a t o f t h e  
t h r e e  models o u t l i n e d  by E s t l e r ,  t h e  woman's p l a c e  model and 
t h e  d i s c r i m i n a t i o n  model p rov ide  t h e  best r e sponse  as t o  why 
few women move i n t o  a d m i n i s t r a t i o n ,  Women have n o t  been 
s o c i a l i z e d  t o  deve lop  l e a d e r s h i p  s k i l l s  o r  a c a r e e r  t r a c k .  
"They have a l s o  been den ied  t h e  s u p p o r t ,  o p p o r t u n i t y ,  and 
e x p e r i e n c e  g iven  t o  men. ,, 1 
I n  a d d i t i o n  t o  t h e  above,  p s y c h o l o g i c a l  b a r r i e r s ,  such 
a s  women's l a c k  of  con f idence  i n  o t h e r  women, t h e i r  " f e a r  
of  S U C C ~ S S "  o r  "need t o  f a i l , "  t h e i r  f e a r  of a c t i n g  asser- 
t i v e l y ,  once i n t e r n a l i z e d ,  s e r v e  t o  r e i n f o r c e  t h o s e  i n s t i t u -  
t i o n a l  p r a c t i c e s  which a c t  a s  b a r r i e r s  t o  women i n  h i g h e r  
e d u c a t i o n  a d m i n i s t r a t i o n .  
I n s t i t u t i o n a l  P r a c t i c e s  A f f e c t i n g  Women 
i n  Higher  Educat ion 
. . . p e e r  r e l a t i o n s  a f f e c t  a  woman's d e c i s i o n s  n o t  
t o  s eek  promotion i n t o  manager ia l  r a n k s ,  where 
s h e  w i l l  no l onge r  be  p a r t  af a  group of  women; 
f o r  men, of c o u r s e ,  pee r  r e l a t i o n s  a r e  a  g iven  
th roughout  manager ia l  r a n k s . , . .  2 
Roby c i t e s  a s  i n s t i t u t i o n a l  p r a c t i c e s  t h o s e  p o l i c i e s  
t h a t  h i n d e r  women from o b t a i n i n g  advanced e d u c a t i o n ,  t h u s  
p r e v e n t i n g  them from o b t a i n i n g  a d m i n i s t r a t i v e  p o s i t i o n s .  
Roby m a i n t a i n s  : 
o u t r i g h t  s e x i s t  d i s c r i m i n a t i o n  i n  h i r i n g  and 
promotion,  nepot ism r u l e s ,  f u l l - t i m e  work re- 
qu i r emen t s ,  l a c k  of c h i l d - c a r e  f a c i l i t i e s  and 
m a t e r n i t y - p a t e r n i t y  l e a v e s ,  as w e l l  a s  b a r r i e r s  
t o  women's a t t a i n i n g  h i g h e r  e d u c a t i o n  accoun t  f o r  
females '  low r e p r e s e n t a t i o n  i n  h igh- ranking  
u n i v e r s i t y  p o s i t i o n s .  3 
' ~ a t h l e e n  D. Lyman and Jeanne J. S p e i z e r ,  "Advancing i n  
School Admin i s t r a t i on :  A P i l o t  P r o j e c t  f o r  Women," Harvard 
Educa t iona l  Review, 50 (February 1 9  8 0 )  , 2 9 .  
' ~ o s a b e t h  Moss Kan te r ,  "Women and t h e  S t r u c t u r e  of 
O r g a n i z a t i o n s :  E x p l o r a t i o n s  i n  Theory and Behav io r , "  Another 
Vo ice ,  e d s ,  Marcia Millman and Rosabeth Moss Kanter  (Garden 
c i t y ,  New York: Anchor Books, 1975), p. 54, 
I n s t i t u t i o n a l  p r a c t i c e s  i n f l u e n c i n g  women s t u d e n t s  a t  
t h e  undergradua te  and g r a d u a t e  l e v e l s  i n c l u d e  c o v e r t  and 
o v e r t  d i s c r i m i n a t i o n . '  H a r r i s  c o l l e c t e d  and p u b l i s h e d  from 
s e v e r a l  i n s t i t u t i o n s  a v a r i e t y  o f  f a c u l t y  comments made t o  
women s t u d e n t s  : 
Why d o n ' t  you f i n d  a  r i c h  husband and g i v e  a l l  
t h i s  up? 
We e x p e c t  women who come h e r e  t o  b e  competent ,  
good s t u d e n t s ,  b u t  w e  d o n ' t  e x p e c t  them t o  Be 
b r i l l i a n t  o r  o r i g i n a l .  
A p r e t t y  g i r l  l i k e  you w i l l  c e r t a i n l y  g e t  mar r i ed ;  
why d o n ' t  you s t o p  w i t h  an M - A * ?  
[To a young widow who had a  f i ve -yea r -o ld  c h i l d  and 
who needed a  f e l l o w s h i p  t o  c o n t i n u e  a t  g r a d u a t e  
s c h o o l ]  You ' re  ve ry  a t t r a c t i v e .  Y o u ' l l  g e t  
mar r i ed  aga in .  W e  have t o  g i v e  f e l l o w s h i p s  t o  
people  who r e a l l y  need them. 
I know y o u ' r e  competent and your  t h e s i s  a d v i s o r  
knows y o u ' r e  competent .  The q u e s t i o n  i n  o u r  minds 
i s  a r e  you r e a l l y  s e r i o u s  abou t  what y o u k e  doing? 2 
Women g r a d u a t e  s t u d e n t s  a t  t h e  U n i v e r s i t y  of  Chicago 
e x p r e s s e d  concern  about  t h e s e  and s i m i l a r  s t a t e m e n t s  t o  
t h e i r  p r o f e s s o r s  when t h e y  s t a t e d :  
Corn-ents such as  t h e s e  can  h a r d l y  be t a k e n  as 
encouragement f o r  women s t u d e n t s  t o  deve lop  an  
image o f  themse lves  a s  s c h o l a r s .  They i n d i c a t e  
t h a t  some o f  o u r  p r o f e s s o r s  have d i f f e r e n t  
e x p e c t a t i o n s  about  our  performance t h a n  abou t  t h e  
performance of  male g r a d u a t e  s t u d e n t s - - e x p e c t a t i o n s  
based n o t  on o u r  a b i l i t y  a s  i n d i v i d u a l s  b u t  on t h e  
l ~ n n  Su the r l and  H a r r i s ,  "The Second Sex i n  Academe," 
RAUP B u l l e t i n ,  56 (September 1970), 2 8 5 ,  
f a c t  t h a t  w e  a r e  wornen,...Ex e c t a t i o n s  have  a 
g r e a t  e f f e c t  on performance.  7 
Rosen tha l  and Jacobson i n  t h e i r  s t u d i e s  have shown t h a t  
e x p e c t a t i o n s  have a  g r e a t  e f f e c t  on  per formance ,  When 
t e a c h e r s  expec t ed  s t u d e n t s  t o  "bloom,"  s t u d e n t s t  IQ's i n -  
c r e a s e d  s i g n i f i c a n t l y  o v e r  a c o n t r o l  group.2  The obv ious  
c o n c l u s i o n  i s  t h a t  when p r o f e s s o r s  e x p e c t  less o f  c e r t a i n  
s t u d e n t s ,  t h e s e  s t u d e n t s  w i l l  r e spond  by p roduc ing  less. 3 
One o f  t h e  most f r e q u e n t l y  asked  q u e s t i o n s  o f  women 
g r a d u a t e  s t u d e n t s  is how s e r i o u s l y  a r e  t h e y  p u r s u i n g  a  g o a l  
o f  h i g h e r  e d u c a t i o n ?  An example: 
Too many young women a r e  c a s u a l l y  e n r o l l i n g  i n  
g r a d u a t e  s c h o o l s  a c r o s s  t h e  c o u n t r y  w i t h o u t  hav ing  
s e r i o u s l y  c o n s i d e r e d  t h e  o b l i g a t i o n  which t h e y  a r e  
assuming by r e q u e s t i n g  t h a t  such  e x p e n d i t u r e s  be  
made f o r  them. And t h e y  a r e  n o t  a l o n e  t o  blame. 
Equa l ly  a t  f a u l t  a r e  two groups  o f  facu l ty - -under -  
g r a d u a t e  i n s t r u c t o r s  who encourage  t h e i r  women 
s t u d e n t s  t o  app ly  t o  q r a d u a t e  s c h o o l  w i t h o u t  a l s o  
h e l p i n g  them c o n s i d e r  t h e  commitment t h a t  such  an 
a c t  i m p l i e s ,  and q r a d u a t e  admis s ions  counseLors  who 
b l i t h e l y  admit  g i r l s  w i t h  i m p r e s s i v e  academic 
r e c o r d s  w i t h o u t  l o o k i n g  f o r  o t h e r  ev idence  t h a t  
t h e  a p p l i c a n t  h a s  made a  s i n c e r e  commitment t o  
g r a d u a t e  s t u d y .  4 
l o p i n i o n  e x p r e s s e d  by Women Gradua te  S t u d e n t s  a t  t h e  
U n i v e r s i t y  of  Chicago i n  a  S t a t emen t  t o  U n i v e r s i t y  o f  Chicago 
P r o f e s s o r s ,  c i t e d  by H a r r i s ,  p .  2 8 5 .  
tn i n  t h e  
30p in ion  e x p r e s s e d  by Women Gradua te  S t u d e n t s ,  p. 285 .  
4~dwin C.  L e w i s ,  a s s i s t a n t  t o  t h e  v i c e  p r e s i d e n t  f o r  
academic a f f a i r s  and a  p r o f e s s o r  of  psychology a t  I o w a  State 
U n i v e r s i t y  (quo t ed  i n  The C h r o n i c l e  of Higher E d u c a t i o n ,  
February  9 ,  1970), cited by H a r r i s ,  p. 2 8 4 ,  
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Harris believes that women who go to graduate school 
do make a serious commitment and presents studies which 
clearly show that the amount of education a woman has re- 
ceived is a more important factor in determining whether 
she will work than either marriage or children. The higher 
her level of education, the more likely she will be working 
full time. 1 
Helen Astin" survey of 2,000 women with doctorates 
ten years after they completed their degree found that 90 
percent were working, 81 percent full time, 2 
Alexander Astin suggested several factors which prob- 
ably contribute to the underrepresentation of women in top 
administrative positions. Astin wrote that traditionally 
search committees are composed of older, male faculty 
members, many of whom do not take women candidates seriously. 
Secondly, Astin stated that women, due to sex differences 
based on societal expectations, may not make themselves as 
visible to search committees as do their male colleagues, 
and finally, another potential obstacle, according to Astin, 
is the criteria used for selection. ;".lost search committees 
for senior-level administrative positions look for someone 
with prior administrative experience, and since p,any women 
'Elelen S .  Astin, The :'Jaman Doctorate in America 
(New Y o r k :  Russell Sage Foundation, 19691, p ,  145. 
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c a n d i d a t e s  l a c k  such e x p e r i e n c e ,  t h e y  a r e  o f t e n  n o t  con- 
s i d e r e d  s e r i o u s l y .  1 
Kanter  i n  h e r  s tudy  o f  Men and Women of t h e  Corpora- 
t i o n  o f f e r s  t h e  e x p l a n a t i o n  f o r  t h e  l a c k  of  women advancing 
as t h e  maintenance o f  homogeneity i n  t h e  s e l e c t i o n  p r o c e s s .  
The homogeneity hypo thes i s  s u g g e s t s  t h a t  when w e  s e l e c t  
peop le  w i t h  whom w e  w i l l  work c l o s e l y  w e  s e l e c t  t h o s e  we 
can  t r u s t ,  t h o s e  w i t h  whom w e  can b e  comfor t ab l e  and t h o s e  
who unde r s t and  us  w i thou t  t r a n s l a t i o n .  2 
Danie l  S o c o l o w k  s tudy  o f  r e c r u i t m e n t  and h i r i n g  p rac -  
t i c e s  conf i rms  K a n t e r ' s  h y p o t h e s i s .  Socolow based  h i s  s t u d y  
on job n o t i c e s  t h a t  appeared i n  t h e  C h r o n i c l e  o f  Higher 
Educa t ion  ove r  a  five-week p e r i o d  i n  1 9 7 7 .  The job n o t i c e s  
used  were f o r  p r o v o s t s ,  v i c e  p r e s i d e n t s ,  deans  and a s s o c i a t e  
deans  i n  four -year  c o l l e g e s  and u n i v e r s i t i e s .  
The most s t r i k i n g  f i n d i n g  o f  t h e  s t u d y  was t h e  
c l e a r  p e r s i s t e n c e  of a l l  t h e  i n s t i t u t i o n s  i n  
drawing o n l y  from a  t r a d i t i o n a l  pool  o f  candi -  
d a t e s .  A l l  i n s t i t u t i o n s  i n  t h e  sample,  s a v e  one ,  
h i r e d  i n d i v i d u a l s  from w i t h i n  academe. The new 
incumbents a l l  had m e t  t h e  n e c e s s a r y ,  t r a d i t i o n a l  
c r i t e r i a  o f  f i r s t  s e r v i n g  i n  lower s t a t u s  academic 
a d m i n i s t r a t i v e  p o s t s  and ,  i n  most i n s t a n c e s ,  a l s o  
i n  p r o f e s s i o n a l  p o s i t i o n s .  Not o n l y  w e r e  t h e r e  no 
o b s e r v a b l e  new p a t t e r n s  of o c c u p a t i o n a l  m o b i l i t y  
b u t  t h e r e  were a l s o  no marked g e o g r a p h i c a l  movement 
and no s i g n i f i c a n t  m o b i l i t y  among t y p e s  and c a t e -  
g o r i e s  o f  h i g h e r  e d u c a t i o n   institution^.^ 
1 A s t i n ,  "Academic A d m i n i s t r a t i o n , "  p .  6 5 .  
' ~ a n t e r ,  Men and Women of the C o r p o r a t i o n ,  p. 5 9 .  
3 Danie l  J. Socolow, "How A d m i n i s t r a t o r s  G e t  T h e i r  
J o b s , ' Y h a n g e ,  1 0  (1978) , 42-43, 
A t  a June  1981 conference  of  female  c o l l e g e  adminis-  
t r a t o r s  i n  t h e  N e w  York area,  more t h a n  300 wanen d i s c u s s e d  
such  m a t t e r s  a s  d i s c r i m i n a t i a n ,  One o f  t h e  t o p i c s  t h a t  
k e p t  coming up was t h e  women's b e l i e f  t h a t  p r e s i d e n t i a l  
s e a r c h  committees w e r e  b i a s e d  i n  f a v o r  of men. "A s e a r c h  
committee i s  much more i n c l i n e d  t o  have con f idence  i n  a 
male a p p l i c a n t , "  s a i d  S i s t e r  Dorothy Ann K e l l y ,  p r e s i d e n t  
o f  The Co l l ege  o f  New Roche l le  (N.U. ) , "One of the r e a s o n s  
i s  t h a t  r a i s i n g  money is s o  impor t an t  f o r  a p r e s i d e n t  t h e s e  
days  i n  keep ing  t h e  i n s t i t u t i o n  i n  t h e  b l a c k ,  and s e a r c h  
committees are i n c l i n e d  t o  t h i n k  t h a t  men a r e  b e t t e r  a t  t h a t . "  
S i s t e r  Colet te  Mahoney, p r e s i d e n t  o f  Marymount Manhattan 
C o l l e g e ,  added: "One o f  t h e  c l a s s i c  r ea sons  g iven  why women 
c a n ' t  f w d  r a i s e  a s  w e l l  a s  men i s  t h a t  w e  c a n ' t  be on t h e  
g o l f  c o u r s e  o r  i n  t h e  l o c k e r  room w i t h  them. I,  1 
A s  mentioned e a r l i e r ,  Kanter  has sugges t ed  t h a t  women 
may n o t  pursue  h i g h e r  l e v e l  p o s i t i o n s  because o f  t h e  l o s s  
o f  a  p e e r  s u p p o r t  s y s t e m . 2  D r .  V i r g i n i a  T r o t t e r ,  i n  an 
a d d r e s s  t o  t h e  N a t i o n a l  Counci l  o f  A d m i n i s t r a t i v e  Women in 
Educa t ion ,  s t a t e d  t h a t  women a d m i n i s t r a t o r s  must n o t  o n l y  
g i v e  up t h e i r  pee r  r e l a t i o n s  b u t  t hey  must g a i n  a c c e s s  t o  t h e  
%he New York T i m e s ,  June 1 4 ,  1 9 8 1 ,  S e c t i o n  1, p .  7 0 ,  
Col.  1-2. 
2 ~ a n t e r ,  "Women and t h e  S t r u c t u r e  of O r g a n i z a t i o n s ,  " 
p. 54. 
2 2  
informal  network whereby men provide informatian to their 
coLEeagues and mentorship ta younger males, Tro t t e r  main- 
tains that there are not enough w o m e n  in schosls sf educa- 
tional a*inistration to provide the mentorship, support and 
encouragement that females need, l 
A study of the University of Chicago Graduate School 
found that it provided female students with a " n u l l  environ- 
ment , '"reeman maintaiured that women are admi&ted to graduate 
schools but thereafter barely tolerated and *his "null 
environment" has caused mamen ta be less successful in 
graduate school and ts lower their empP~yment aspirations, 2 
Tratter believes that increased numbers a£ women in s e n i o r -  
level administrative p ~ ~ i t i a n s  lessen discriminatory 
practices and would alsa g i v e  men and w o m e n  students role 
models of successful women administrators. 3 
Role Models and Women in Higher Education 
~dministration 
My whole family are lawyers and I know many aspects 
of law from private practice to patent law to cor- 
poration laws. I know a great many lawyers and I 
'~irginia Y. Trotter. "The Time is Now for Utilizing Our 
Untapped Resources," Wanted: More Women, ed. The National 
Council of Administrative Women in Education (Arlington, 
Virginia: NCAWE, 1 9 7 7 1 ,  p. 5 .  
2~rotter, 'The Time is Now for Utilizing Our Untapped 
Resources," p .  5, citing Jo Freeman, R Study of the Univer- 
sity of Chicago Graduate School (Chicago: University of 
Chicago, Department of Political Science, 1371). 
3~rotter, "The Time is Now for Utilizing Our Untapped 
Resources," p. 5. 
have spoken t o  them abou t  it, I have some 
f r i e n d s  o f  t h e  fami ly  who have daugh te r s  who 
a r e  l awyers .  I a l s o  know women i n  o t h e r  p ro fe s -  
s i o n s  [medicine) who t h i n k  p r o f e s s i o n s  a r e  
g r e a t  f o r  women. Law is  t h e  t y p e  o f  work I 
would l i k e  t o  be doing.  I 
A s  impl ied  i n  t h e  above q u o t e ,  i n d i v i d u a l s  deve lop  an 
i d e n t i t y  and d e f i n e  a r o l e ( s )  i n  l i f e  th rough  a  s o c i a l i z a -  
t i o n  p r o c e s s .  This  p roces s  is  a s s i s t e d  by " s o c i a l i z i n g  
a g e n t s "  ( s i g n i f i c a n t  o t h e r s )  who may be p a r e n t s  o r  p e e r s ,  
t e a c h e r s ,  p r o f e s s o r s ,  employers and o t h e r s ,  a s  t h e  i n d i v i d u a l  
matures .  These s i g n i f i c a n t  o t h e r s  t e a c h ,  s e r v e  as r o l e  
models ,  ass is t  i n  c a r e e r  c h o i c e ,  encourage,  s u p p o r t  and 
reward v a r i o u s  k i n d s  of  a c t i v i t y  and behav io r .  2 
Almquist  and A n g r i s t  i n  t h e i r  s t u d i e s  o f  r o l e  models and 
women's c a r e e r s  have i n d i c a t e d  t h a t  t h e  c a r e e r  a s p i r a t i o n s  
o f  women can be exp la ined  w i t h i n  a  r o l e  model-reference group 
framework. Theodore Kemper d e f i n e s  a r e f e r e n c e  group a s  
g roup ,  c o l l e c t i v i t y ,  o r  person  which t h e  a c t o r  
t a k e s  i n t o  account  i n  some manner i n  t h e  c o u r s e  
o f  s e l e c t i n g  a  behavior  from a set  o f  a l t e r n a t i v e s ,  
' ~ l i z a b e t h  M. Almquist and S h i r l e y  S .  A n g r i s t ,  "Role 
Model I n f l u e n c e s  on Col lege  Women's Career  A s p i r a t i o n s , "  
Merr i l l -Pa lmer  Q u a r t e r l y ,  17 ( J u l y  2971) , 2 7 5 .  
%3arbara  S.  Walls ton  and o t h e r s ,  "Role Models f o r  Pro- 
f e s s i o n a l  Women" (unpubl i shed  Manuscr ip t ,  George Peabody 
Co l l ege  f o r  Teachers ,  ~ a s h v i l l e ,  Tennessee ,  1 9 7 8 ) ,  p.  2 .  
3 ~ l r n q u i s t  and A n g r i s t .  "Role Model I n f l u e n c e s  o n  Col lege  
Women's Career  A s p i r a t i o n s , "  p .  264. 
or  i n  making a judgment a b o u t  a  p r o b l e m a t i c  
i s s u e .  A r e f e r e n c e  g r o u p  h e l p s  t o  o r i e n t  t h e  
a c t o r  i n  a  c e r t a i n  c o u r s e ,  whe the r  o f  a c t i o n  o r  
a t t i t u d e ,  l 
Kemper p r o p o s e s  t h e  r e f e r e n c e  g roup  c o n c e p t  a s  a n  
e x p l a n a t i o n  f o r  achievement  a s p i r a t i o n  and development  o f  
2 
c a r e e r  o p t i o n s .  Normative r e f e r e n c e  g r o u p s  are t h o s e  t h a t  
se t  norms and v a l u e s  and e x p e c t  t h e  i n d i v i d u a l  t o  comply w i t h  
them or  f a c e  punishment .  Conformance w i t h  t h e  n o r m a t i v e  
g roup  d o e s  n o t  r e p r e s e n t  ach ievement  b u t  o n l y  minimal  ex- 
p e c t e d  p e r f o r m a n ~ e . ~  To r e c e i v e  r e c o g n i t i o n ,  t h e  i n d i v i d -  
u a l s  p e r f o r m  w i t h  a h i g h  d e g r e e  o f  e x c e l l e n c e  f o r  a second  
t y p e  of r e f e r e n c e  g r o u p ,  t h e  a u d i e n c e .  The a u d i e n c e  i n  
t u r n  r e w a r d s  t h e  i n d i v i d u a l s  f o r  t h e  e x c e l l e n c e  i n  p e r -  
4 fo rmance .  F i n a l l y ,  Kemper m a i n t a i n s  t h a t  ach ievement  i s  
e s p e c i a l l y  f a c i l i t a t e d  by one  p a r t i c u l a r  k i n d  o f  compar i son  
r e f e r e n c e  group-- the  r o l e  model: 
U s u a l l y  a n  i n d i v i d u a l  r a t h e r  t h a n  a g r o u p  ... t h e  r o l e  
model d e m o n s t r a t e s  f o r  t h e  i n d i v i d u a l  how someth ing  
i s  done i n  a  t e c h n i c a l  s e n s e .  IThe r o l e  model] i s  
concerned  w i t h  t h e  "how" q u e s t i o n .  The e s s e n t i a l  
q u a l i t y  o f  t h e  role model is t h a t  h e  ( s h e )  p o s s e s s e s  
s k i l l s  and  d i s p l a y s  t e c h n i q u e s  which t h e  a c t o r  l a c k s  
''Theodore Kemper, " R e f e r e n c e  Groups ,  S o c i a l i z a t i o n  and 
Achievement ,  " American S o c i o l o g i c a l  Review, 33 (1968)  , 3 2 .  
' K e r n p e r ,  pp. 32-33.  
l o r  t h i n k s  he (she) l a c k s ]  and from whom, by 
o b s e r v a t i o n  and comparison w i t h  his ( h e r )  own 
performance,  t h e  a c t o r  can l e a r n .  l 
~ c c o r d i n g  t o  Kemper's p r o p o s a l s  about r e f e r e n c e  groups  
and  role model d e f i n i t i o n ,  it can be assumed t h a t  high i n d i -  
v i d u a l  achievement is dependent  on a r o l e  model who w i l l  
p rov ide  a t e c h n i c a l  e x p l i c a t i o n  of h o w  a r o l e  i s  tu be per -  
formed, 2 
There  is a  v a r i e t y  of r e f e r e n c e  groups f a r  women which 
i n f l u e n c e  l i f e s t y l e  c h o i c e s .  Role models p rov ide  specific 
examples f o r  making t h e s e  d e c i s i o n s .  According t o  Alrnquist 
and A n g r i s t ,  women who make a long  t e r m  can-mitment to a 
c a r e e r  do  so w i t h  t h e  e x p e c t a t i o n  t h a t  t h e  career w i l l  be  
combined w i t h  mar r i age  and f ami ly .  4 
Tha t  a man w i l l  spend a t  least one t h i r d  o f  h i s  
a d u l t  l i f e  i n  g a i n f u l  work i s  a  p remise  on which 
t h e  p l a n s  f o r  h i s  l i f e  are based.  B u t  f o r  a woman, 
s o c i e t y  c r e a t e s  n o t  a d e c i s i o n  b u t  t h e  n e c e s s i t y  
f o r  a c h o i c e ,  She must  d e c i d e  whether  t o  i n c l u d e  
work i n  her p l a n s  and i f  s o  how much of h e r  l i f e  
she  should  devote  t o  i t .  I f  t h e  answer i s  t h a t  
'words i n  p a r e n t h e s e s  added by t h i s  w r i t e r ;  Kemper, 
p. 3 3 .  
' ~ l r n ~ u i s t  and A n g r i s t ,  "Role Model I n f l u e n c e s  on Col- 
l e g e  Women's Career  A s p i r a t i o n s , "  p. 2 5 5 .  
3 ~ h i r l e y  S. A n g r i s t  and E l i z a b e t h  M .  Alrnquist ,  Ca ree r s  
and Cont ingenc ies :  How Col lege  Women J u g g l e  with Gender 
(New York: Dunellen P u b l i s h i n g  Co.,  1 9 7 5 )  , p.  153 .  
4 ~ l m q u i s t  and Aningrist, "Role Model I n f l u e n c e s  on 
C o l l e g e  Women's Ca ree r  A s p i r a t i o n s , "  p. 2 6 5 ,  
s h e  w i l l  i n c l u d e  work i n  a  s e r i o u s  way, s h e  t h e n  
a r r i v e s  a t  t h e l p o i n t  a t  which  t h e  c a r e e r  t h i n k i n g  
o f  men b e g i n s .  
R e f e r e n c e  Groups Which P r o v i d e  Role  Models 
The f i n d i n g s  from s t u d i e s  by Alrnquist  and A n g r i s t  give 
d i r e c t i o n  t o  many r e s e a r c h e r s  who s u p p o r t  t h r e e  g e n e r a l  r e f e r -  
e n c e  g r o u p s  which p r o v i d e  r o l e  models:  t h e  f a m i l y ,  p e e r s  and 
f a c u l t y  . 
Family  i n f l u e n c e .  Almquis t  and A n g r i s t  found i n  t h e i r  
f o u r  y e a r  l o n g i t u d i n a l  s t u d y  o f  c o l l e g e  women t h a t :  
1. c a r e e r - o r i e n t e d  women w e r e  n o t  s i g n i f i c a n t l y  i n -  
f l u e n c e d  by t h e  e d u c a t i o n a l  Level  o f  e i t h e r  p a r e n t ,  
n o r  by t h e  f a t h e r ' s  o c c u p a t i o n a l  l e v e l ;  
2 .  c a r e e r - o r i e n t e d  wamen more f r e q u e n t l y  had  work ing  
mothers  w h i l e  n o n c a r e e r - o r i e n t e d  had mothers  who 
w e r e  more a c t i v e l y  i n v o l v e d  i n  c l u b s ,  v o l u n t e e r  and 
l e i s u r e  p u r s u i t s .  2 
T a n g r i  found t h a t  c o l l e g e  women who a s p i r e d  t o  h i g h  
l e v e l  t r a d i t i o n a l  male  o c c u p a t i o n s  ( " r o l e  i n n o v a t o r s ' "  re- 
p o r t e d  h a v i n g  mothers  who w e r e  r o l e  mode l s .  They worked i n  
male dominated  o c c u p a t i o n s ,  had a h i g h  l e v e l  of e d u c a t i o n  
'L. B a i l y n ,  "Notes  on t h e  Role o f  Cho ice  i n  t h e  Psychology 
of  P r o f e s s i o n a l  Women," Daeda lus ,  9 3  ( 1 9 6 4 1 ,  7 0 2 ,  c i t e d  by 
Almquis t  and A n g r i s t ,  "Role  Model In£ l u e n c e s  on C o l l e g e  Women's 
Career A s p i r a t i o n s , "  p .  2 7 5 .  
2 ~ l r n c j u i s t  and A n g r i s t .  "Role  Madel I n f l u e n c e s  on C o l l e g e  
Women's Carreer ~ s p i r a t i o n s  ," p. 277. 
1 and main ta ined  t h e i r  r o l e  o f  w i f e  and mother.  Ross i  main- 
t a i n s  t h a t  t h e  mother who i s  a  t r a d i t i o n a l  Inother and w i f e  
b u t  i s  d i s s a t i s f i e d  w i t h  t h i s  role and is  deva lued  by o t h e r s ,  
becomes a n e g a t i v e  r o l e  model. 2 
Walum found i n  a s t u d y  of  twen ty - f ive  mar r i ed  women 
P h . D k ,  a l l  of  whom were involved  i n  t h e i r  p r o f e s s i o n a l  
a c t i v i t i e s  a s  w e l l  as t r a d i t i o n a l  fami ly  r o l e s ,  t h a t  t hey  
had s t r o n g  p o s i t i v e  i d e n t i f i c a t i o n s  w i t h  t h e i r  f a t h e r s .  She 
a l s o  found t h a t  t h e  women i n  h e r  s tudy  had a p o s i t i v e  
i d e n t i f i c a t i o n  w i t h  a  female r o l e  model who w a s  n o t  neces -  
s a r i l y  t h e  mother;  r a t h e r  i n  some c a s e s ,  it was a  grand- 
mother,  t e a c h e r ,  o r  a u n t .  4 
Pee r  i n f l u e n c e .  Almquist and A n g r i s t  found i n  t h e i r  
s t u d y  o f  c o l l e g e  women t h a t :  
l ~ a n d r a  Schwartz Tangr i  , "Determinants  o f  Occupa t iona l  
Role Innova t ion  Among Col lege  Women," J o u r n a l  of  S o c i a l  
I s s u e s ,  2 8  (19721, 193-97. 
 lice R o s s i ,  "The Roots of Ambivalence i n  American 
Women," (paper  p r e s e n t e d  a t  t h e  Con t inu ing  Educa t ion  Con- 
f e r e n c e ,  1967,  Oakland U n i v e r s i t y ,  Michigan) c i t e d  by Barbara  
B ,  S e a t e r  and C e c i l i a  L.  Ridgeway, "Role Models, S i g n i f i c a n t  
O t h e r s ,  and t h e  Importance of  Male I n f l u e n c e  on Col lege  
Women," S o c i o l o g i c a l  Symposium, 15 (Sp r ing  1 9 7 6 )  , 5 0 ,  
3 E l i z a b e t h  Douvan, "The Role of  Models i n  Women's Pro- 
f e s s i o n a l  Development," Psychology o f  Women Q u a r t e r l y ,  1 
( F a l l  1 9 7 6 ) ,  7 ,  c i t i n g  L .  Walum, p e r s o n a l  communication, 
1974. 
4 ~ a l u r n ,  c i t e d  by Douvan, p .  7 .  
1. nonca ree r -o r i en t ed  women were a s s o c i a t e d  wi th  
s o r o r i t y  membership, be ing  mar r i ed ,  engaged,  o r  
go ing  s t e a d y ;  
2 .  c a r e e r - o r i e n t e d  women p r e f e r r e d  occupa t ions  s i m i l a r  
t o  t h o s e  chosen by t h e i r  male p e e r s  and more chose 
male-dominated occupa t ions .  1 
I n  t h e  Almquist and A n g r i s t  s t u d y ,  a  c o l l e g e  woman, 
when asked i f  s h e  thought  mar r iage  would i n t e r f e r e  w i t h  
c a r e e r  g o a l s ,  responded: 
No, I probably wouldn ' t  have k e p t  go ing  o u t  w i t h  
him if he d i d n ' t  s e e  t h i n g s  t h e  way I d i d .  A l o t  
o f  people  d o n ' t  l i k e  women t o  work a f t e r  t h e y  are 
marr ied  a t  a l l  .... He d o e s n ' t  mind. He i s  t h e  one 
who pushed m e  t o  go t o  g radua te  s choo l .  I always 
wanted t o  j u s t  work b e f o r e ,  b u t  he s a i d  t o  me, 
" S t a r t  l ook ing  because you l i k e  s choo l  and you en- 
joy your  c o u r s e s .  So i f  you want t o ,  why no t?"  
So I s t a  t e d  looking  [ f o r  g r a d u a t e  s c h o o l s  t o  
a t t e n d ]  . 5 
According t o  Angr i s t  and Alrnquist, some women s t u d e n t s  
s topped d a t i n g  males who d i s a g r e e d  wi th  them abou t  c a r e e r  
p l a n s ;  some sought  males who agreed  w i t h  t h e i r  career p l a n s ;  
and o t h e r s  had male f r i e n d s  who encouraged t h e i r  c a r e e r s .  3 
T a n g r i ' s  s t udy  of  2 0 0  women c o l l e g e  s e n i o r s  found t h a t  
f a c u l t y  and female c o l l e g e  f r i e n d s  p rov ide  a  s u p p o r t i v e  r o l e ,  
'Alrnquist and A n g r i s t ,  "Role Model I n f l u e n c e s  on 
Col lege  Women's Career  A s p i r a t i o n s , "  p .  2 7 6 ,  
2Angr i s t  and Almquist , Caree r s  and Cont ingenc ie s ,  p . 1 6 1 .  
3Angr i s t  and Alrnquist , Careers  and Cont ingenc ie s ,  p.  1 6 1 .  
b u t  t h a t  a s u p p o r t i v e  boyf r i end  may be more impor t an t  a t  
t h i s  deve lopmenta l  s t a g e .  1 Tangr i  sugges t ed  t h a t  t h i s  
p a r t i c u l a r l y  t r u e  f o r  women who have been s o c i a l i z e d  i n t o  
t h e  m i d d l e - c l a s s  mores of women's r o l e  b e i n g  t h a t  o f  w i f e  
and mother .  Thus,  accep tance  by a male o f  t h e  woman's c a r e e r  
a s p i r a t i o n s  is o f  g r e a t  s i g n i f i c a n c e .  2 
F a c u l t y  i n f l u e n c e .  I n  t h e  Almquist and A n g r i s t  s t u d y .  
it w a s  found t h a t :  
1. c a r e e r - o r i e n t e d  women p e r c e i v e d  p r o f e s s o r s  a s  
h a v i n g  had a  more p o s i t i v e  e v a l u a t i o n  of  t h e i r  
academic a b i l i t y  t h a n  d i d  n o n c a r e e r - o r i e n t e d  women; 
2 .  nonca ree r -o r i en t ed  women f e l t  t h a t  p e e r s ,  f a m i l y  
members, o r  no one had i n f l u e n c e d  t h e i r  occupa- 
t i o n a l  c h o i c e ,  c a r e e r - o r i e n t e d  women had t h e s e  
same s o u r c e s  o f  i n f l u e n c e  b u t  t h e y  w e r e  most 
s t r o n g l y  i n f l u e n c e d  by c o l l e g e  p r o f e s s o r s  and 
o c c u p a t i o n a l  r o l e  models,  3 
T i d b a l l ' s  r e s e a r c h  on r o l e  models found a  s i g n i f i c a n t  
p o s i t i v e  c o r r e l a t i o n  between t h e  numbers o f  women f a c u l t y  a t  
an i n s t i t u t i o n  and numbess o f  woinen a c h i e v e r s  from thct 
1 T a n g r i ,  p .  191. 
2 T a n g r i ,  p. 1 9 7 .  
' ~ l r n ~ u i s t  and A n g r i s t ,  "Role Model I n f l u e n c e s  on 
C o l l e g e  Women's Ca ree r  ~ s p i r a t i o n s , "  p .  2 7 7 .  
i n s t i t u t i o n .  Women a c h i e v e r s  were d e f i n e d  a s  t h o s e  women 
who w e r e  r ecognized  f o r  t h e i r  achievements  by i n c l u s i o n  i n  
Who" Who of  American Women. The number of men f a c u l t y  had 
no s i g n i f i c a n t  e f f e c t  on numbers o f  women ach ieve r s . '  She 
concluded t h a t  women" c o l l e g e s  p rov ide  t h e  most p o s i t i v e  
environment f o r  women s t u d e n t s  because  of t h e  h i g h  s e l f -  
esteem o f  t h e  women f a c u l t y  and t h e  l a r g e  number o f  women 
f a c u l t y  and a d m i n i s t r a t o r s .  L 
Molmstrom and Rolmstrom r e p o r t e d  a  p o s i t i v e  c o r r e l a t i o n  
among female d o c t o r a l  s t u d e n t s  r e g a r d i n g  t h e i r  p e r c e p t i o n s  
of  f a c u l t y  a v a i l a b i l i t y  f o r  p e r s o n a l  a d v i c e  and two a s p e c t s  
of  t h e i r  g r adua te  work. Women d o c t o r a l  s t u d e n t s  who had 
p e r s o n a l  i n t e r a c t i o n  with  f a c u l t y  r a t e d  themse lves  a s  among 
the  b e s t  s t u d e n t s  i n  t h e  depar tment ,  and t h e y  had au thored  
o r  co-authored a  publ i shed  a r t i ~ l e . ~  Feldman concurred w i t h  
Holmstrom and Wolmstrom i n  t h a t  he found women g r a d u a t e  
s t u d e n t s  who had a  c l o s e  r e l a t i o n s h i p  w i t h  a  f a c u l t y  member 
were more l i k e l y  t o  have pub l i shed  and more l i k e l y  t o  have 
exp res sed  i n t e r e s t  i n  h i g h e r  s t a t u s  c a r e e r s .  4 
'E l izabe th  M.  T i d b a l l ,  " P e r s p e c t i v e  on Academic Women and 
A f f i r m a t i v e  A c t i o n , "  Educa t iona l  Record,  54  ( S p r i n g  19731, 133. 
2 ~ l i z a b e t h  M. T i d b a l l ,  " O f  Men and Research ,"  J o u r n a l  of 
Higher Educa t ion ,  47 (July-August 1 9 7 6 ! ,  387. 
3 ~ n g i n  I .  Holmstrom and Robert  W .  Holmstron,  "The P l i g h t  
of t h e  Woman Doc to ra l  S t u d e n t , "  American Educa t iona l  Research 
Journal, ll (Winter  19741 , 16.  
 idb ball sugges t ed  t h a t  f a c u l t y  members t e n d  t o  i d e n t i f y  
more c l o s e l y  w i t h  s t u d e n t s  of t h e i r  own s e x .  Thus,  r o l e  
models are l i k e l y  t o  be i n  s h o r t  supp ly  f o r  women s t u d e n t s  
s i n c e  women compr ise  a  s m a l l  p r o p o r t i o n  o f  t h e  f a c u l t y  a t  
most i n s t i t u t i o n s .  Gappa and Uehl ing exp res sed  t h e  a t t i -  
t u d e  t h a t  s i n c e  women occupy lower  academic rank  t h a n  t h e i r  
male  c o l l e a g u e s ,  i t  i s  q u e s t i o n a b l e  a s  t o  whether  t h e y  are 
L viewed a s  s u c c e s s f u l  r o l e  models by female  s t u d e n t s .  
Graham contended  t h a t  s i n g l e  women who convey an image o f  
b e i n g  s o l e l y  committed t o  t h e i r  c a r e e r s  w i l l  b e  r e j e c t e d  a s  
r o l e  models by s t u d e n t s  because they  p o r t r a y  t h e  image o f  
l o n e l y  p e r s o n s  who have s a c r i f i c e d  e v e r y t h i n g  f o r  a  p r o f e s -  
s i o n ,  3 
Graham a l s o  d e s c r i b e d  superwomen f a c u l t y  as: 
r a r e  i n d i v i d u a l s  who manage t o  marry a  b r i l l i a n t  
and s u c c e s s f u l  husband, have f i v e  c h i l d r e n ,  w r i t e  
i n t e l l i g e n t l y  on a  v a r i e t y  of  t o p i c s ,  assume a  
major  a d m i n i s t r a t i v e  p o s i t i o n ,  and a t  t h e  age  o f  
4 0 ,  be f e a t u r e d  on beauty  pages o f  a  woman's 
magaz i n e  . 4 
Graham s u g g e s t e d  t h a t  t h e s e  women a l s o  may be r e j e c t e d  a s  
 idba ball, " O f  Men and Research ,"  pp. 378-79. 
' ~ u d i t h  M. Gappa and Barbara  S .  Uehl ing ,  Women i n  
Academe: S t e p s  t o  G r e a t e r  E q u a l i t y  (Washington, D. G .  : 
American A s s o c i a t i o n  f o r  Higher Educa t ion ,  1 9 7 9 ) ,  p. 33.  
3 p a t r i c i a  ~ l b  j e r g  Graham, "Women i n  Academe. " S c i e n c e ,  
1 6 9  (September  1970) , 1284-90. 
4 Graham, p, 1286. 
role models because such success seems unrealistic to many 
students . 1 
Importance of Role Models 
Almquist and Angrist viewed the importance of role 
models for women as their ability to project a lifestyle 
which incorporates more than the functions of "how to" as 
L defined by Kemper. Role models combined several functions 
and served as more than technical explicators according to 
Almquist and Angrist. 3 
Research by Bucher and Stelling indicated that students 
often engaged in selective role modeling, using '"artial" 
models, picking characteristics they liked and rejecting 
others. Shapiro, Haseltine and Rowe pointed out that it 
may be difficult and even counterproductive for a young 
woman to find a role model who meets all of her expecta- 
tions; therefore, it is important to think of role models 
5 in the plural. 
2~lmquist and Mgrist, "Role Model Influences on College 
Women's Career Aspirations," p. 277. 
3~lmquist and Angrist, "Role Plodel Influences on College 
Women's Career Aspirations," p. 278. 
* ~ u e  Bucher and Joan G. Stelling, Becoming Professional 
(Beverly Zills, California: Sage Publications, Inc.. 19:7), 
p. 151. 
- 
3 Shapiro, Baseltine, and Rowe, pw. 51-58. 
3 3  
S h a p i r o  e t  a l . ,  proposed t h e  concep t  of  a continuum o f  
a d v i s o r y / s u p p o r t  r e l a t i o n s h i p s  which t h e y  d e s c r i b e d  as t h e  
" P a t r o n  Sys tem,"  i n c l u d i n g  f o u r  p o i n t s  a l o n g  t h e  continuum: 
p e e r  p a l s ,  g u i d e s ,  sponsors  and mentors .  "Pee r  p a l s "  and 
' 7nen to r s ' b se rve  as end p o i n t s  of  t h e  continuum w i t h  '*sponsors"  
and " g u i d e s "  as i n t e r n a l  p o i n t s .  The continuum r a n g e s  i n  
i n t e n s i t y  of  r e l a t i o n s h i p  from a c o o p e r a t i v e  r e l a t i o n s h i p  
between p e e r s  ( p e e r  p a l )  t o  people  who a r e  v a l u a b l e  i n  ex- 
p l a i n i n g  t h e  sys t em ( g u i d e s )  t o  t h o s e  who promote and s h a p e  
t h e  careers b u t  a r e  less powerful  t h a n  mentors  ( s p o n s o r s )  t o  
mentors  who are t h e  most i n t e n s e  and p a t e r n a l i s t i c  o r  
m a t e r n a l i s t i c .  1 
Mentors and Women i n  Hiaher  Educa t ion  
Admin i s t r a t i on  
I t  i s  t h e  du ty  o f  any s u c c e s s f u l  woman t o  p r o v i d e  
a s t r o n g  p a i r  o f  s h o u l d e r s  f o r  o t h e r  women t o  
c l imb  on. 
Mary Donlon Alger  2 
The word "mentor" comes from Greek mythology. Mentor 
was t h e  w i s e ,  o l d  man who w a s  t h e  g u a r d i a n ,  t u t o r  and close 
a d v i s o r  of Telemachus, son o f  Ulysses .  Mentor p rov ided  
Telemachus w i t h  a d v i c e ,  c o u n s e l ,  l o v e  and s e r v e d  a s  a t e a c h e r  
and s u r r o g a t e  f a t h e r .  It was a ve ry  s p e c i a l  and r a r e  
' s h a p i r o ,  H a s e l t i n e ,  and Rowe, p. 5 5 .  
' ~ a r y  Donlon Alge r ,  c i t e d  by "Gateways and Barriers f o r  
Women i n  t h e  U n i v e r s i t y  ~ommunity" (p roceed ings  of  the Mary 
Donlon Alger  Conference f o r  T r u s t e e s  and A d m i n i s t r a t o r s ,  
September 10-11, 1 9 7 6 ,  C o r n e l l  u n i v e r s i t y ,  I t h a c a ,  N e w  York). 
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r e l a t i o n s h i p .  There  a r e  s e v e r a l  men to r - l i ke  r e l a t i o n s h i p s  
i n  h i s t o r y  and l i t e r a t u r e  such  a s  Margaret  Mead and h e r  men- 
t o r  Franz  Boas ,  E l i z a b e t h  B a r r e t t  and h e r  mentor Rober t  
~ r o w n i n g ,  Sirnone de  Beauvior and h e r  mentor Jean-Paul  S a r t r e ,  
C a r l  Gus tav  Jung and h i s  mentor Sigmund Freud and f i n a l l y ,  
t h e  imaginary  E l i z a  D o o l i t t f e  and her mentor Henry Higg ins .  
Yale  p s y c h o l o g i s t ,  Danie l  J. Levinson was one o f  t h e  
f i r s t  t o  s t u d y  t h e  mentor ing r e l a t i o n s h i p  i n  males .  H e  t r i e d  
t o  c l a r i f y  t h e  mentor r e l a t i o n s h i p  by d e f i n i n g  some o f  t h e  
c h a r a c t e r i s t i c s .  Lev inson ' s  r e s e a r c h  found t h a t  t h e  mentor 
i s  u s u a l l y  e i g h t  t o  f i f t e e n  y e a r s  o l d e r  t h a n  t h e  mentee ( h i s  
t e rm)  . 2 "The mentor t a k e s  t h e  younger man under  h i s  wing,  
i n v i t e s  him i n t o  a  new o c c u p a t i o n a l  wor ld ,  shows him a round ,  
i m p a r t s  h i s  wisdom, c a r e s ,  s p o n s o r s ,  c r i t i c i z e s ,  and bes tows  
h i s  b l e s s i n g  . t ' 3  Levinson b e l i e v e s  t h a t  f e w  men have more 
t h a n  t h r e e  o r  f o u r  mentors ,  w i t h  most hav ing  none o r  one.  
The  d u r a t i o n  o f  an i n t e n s e  mentor ing r e l a t i o n s h i p  lasts  an 
ave rage  o f  t h r e e  t o  f o u r  y e a r s  and t e n  t o  twe lve  y e a r s  a t  
t h e  o u t e r  l i m i t .  I n  Levinson I s  r e s e a r c h ,  which i n v o l v e d  
' ~ a t h l e e n  Fury ,  "Mentor Mania: The Sea rch  f o r  M r .  
R igh t  Goes t o  t h e  O f f i c e , "  Savvy,  1 ( Janua ry  19801, 4 3 .  
' ~ a n i e l  J. Levinson and o t h e r s ,  " P e r i o d s  i n  t h e  A d u l t  
Development of  Men: Ages 1 8  t o  45," The Counse l ing  
P s y c h o l o g i s t ,  6 ( l 9 7 6 ) ,  2 3 .  
4 Levinson ,  p. 2 4 .  
o n l y  males, h e  d i scove red  it i s  r a r e  t o  be  a mentee 
( ~ r o t e g e )  a f t e r  f o r t y .  1 
The concep t  of mentor ing is  compl ica ted  and goes  beyond 
a d v i s i n g  and t e a c h i n g ,  acco rd ing  t o  Levinson.  
le en to ring] f a c i l i t a t e s  i t h e  young man 's]  develop-  
ment ,  s u p p o r t s  h i s  dreams and f a c i l i t a t e s  h i s  e n t r y  
i n t o  t h e  a d u l t  world and makes him f e e l  welcome 
t h e r e  and a b l e  t o  pursue  h i s  o r  h e r  way w i t h i n  it. 
Pientor ing i n  many ways is  analogous t o  good 
p a r e n t i n g .  J u s t  a s  a p a r e n t  b r i n g s  t h e  c h i l d  i n t o  
t h e  world  a s  a c h i l d ,  t h e  mentor i s  a key f i g u r e  i n  
b r i n g i n g  a young a d u l t  i n t o  t h e  world o f  a d u l t s  and 
f o s t e r i n g  development s o  t h a t  he can  b u i l d  a l i f e  
t h a t  i s  meaningful  and t h a t  a l l ows  him t o  l i v e  what 
i s  i m p o r t a n t  w i t h i n  h i m s e l f .  
Importance of  Mentors 
Hennig and Ja rd im i n  t h e i r  book The Manager ia l  Woman 
i n d i c a t e d  t h a t  mentor-protege r e l a t i o n s h i p s  a r e  ex t r eme ly  
3 i m p o r t a n t  f o r  women i n  b u s i n e s s .  Hennig, i n  h e r  i n t e r v i e w  
w i t h  t w e n t y - f i v e  t o p - l e v e l  women e x e c u t i v e s  i n  t h e  Uni ted  
S t a t e s ,  d i s c o v e r e d  t h a t  a l l  had s t r o n g l y  a t t a c h e d  t o  a 
mentor--a male b o s s .  Once i n  t h e  p r o t e c t i v e  cus tody  o f  t h e i r  
mentor ,  a l l  o t h e r  r e l a t i o n s h i p s  became s u b o r d i n a t e  t o  t h i s  
one .  The mentor ,  l i k e  a f a t h e r ,  suppor t ed  h e r  and chee red  
I Levinson ,  p. 24  - 
' ~ h i l l i ~ s ,  2. 1 4 ,  c i t i n g  Danie l  Levinson ,  p e r s o n a l  com- 
m u n i c a t i o n ,  1 9 7 7 .  
3 ~ a r g a r e t  Hennig and Anne Ja rd im,  The Manager ia l  Woman 
( N e w  York: Doubleday, 1977), pp-  162-65- 
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1 her on. According to Hennig, the mentors promoted women 
both inside and outside their company and used their reputa- 
tion to advance the women. Largely due to this support, the 
women obtained new positions and responsibilities. Hennig 
and ~ardim stated that a woman in management as a career 
must: 
... look for a coach, a godfather or a godmother, 
a mentor, an advocate, someone in a more senior 
management position who can teach her, suppdrt 
her, advise her, critique her .... 3 
In an article in the July-August 1978 issue of Harvard 
Business Review, entitled "Everyone Who Makes it Has a 
Mentor," Eliza G. C. Collins, Senior Editor, interviewed 
three male executives of the Jewel Tea Company. When asked 
the question, "Over the years have you noticed a qualita- 
tive difference between managers who were brought up with 
the sponsor approach and those who are not?", Donald S. 
Peukins, Chief Executive Officer, Jewel Tea, said: 
I don't know that anyone has ever succeeded in 
any business without having some unselfish spon- 
sorship or mentorship, whatever it might have been 
called, Everyone who succeeds has had a mentor 
or mentors, We've all been helped. For some the 
help comes with more warmth than for others, and 
with some it's done with more forethought, but most 
'~argaret Hennig , "Career Development for Women 
Executives" (unpublished Doctoral dissertation, Harvard 
University, 1 9 7 0 ) ,  pp. vi-10. 
'~enni~, pp. vi-lo. 
3~ennig and Jardim, p.  162. 
p e o p l e  who succeed  i n  a  b u s i n e s s  w i l l  remember 
f o n d l x  i n d i v i d u a l s  who he lped  i n  t h e i r  e a r l y  
d a y s .  
Ruth Halcomb, a u t h o r  o f  t h e  book Women Making I t ,  
s t a t e d  t h a t  due  t o  a woman's s l ow  and d i f f i c u l t  c l i m b  t o  
upper  management, a mentor o r  an  u n d e r s t a n d i n g  b o s s  may be 
n e c e s s a r y  a t  n o t  j u s t  one ,  b u t  t w o  c r u c i a l  p o i n t s :  
One i s  d u r i n g  t h e  e a r l y  phase  o f  a career, when 
t h e  woman f i r s t  sees h e r  work a s  more t h a n  j u s t  
a  j ob  and r e a l i z e s  t h a t  it may be  what  s h e  w i l l  
b e  d o i n g  f o r  t h e  rest o f  h e r  l i f e ,  when t h e  mind- 
se t  t o  move on and up i s  b e g i n n i n g  t o  c r y s t a l l i z e .  
The o t h e r  s t a g e  i s  l a t e r ,  when i t ' s  t i m e  f r t h e  
f i n a l  push t o  t h e  t o p  rungs  o f  t h e  l a d d e r .  5' 
Halcomb a l s o  s t a t e d  t h a t  i t  i s  n e c e s s a r y  f o r  f ema le s  i n  any 
f i e l d  t o  r e c e i v e  s p e c i a l  encouragement t o  a s s u r e  h e r  t h a t  
i t ' s  a l l  r i g h t  f o r  a  woman t o  be  do ing  what  s h e ' s  d o i n g ,  
e s p e c i a l l y  i f  s h e  h a s  had no female  r o l e  models .  3 
Ge ra rd  R .  Roche, p r e s i d e n t  and c h i e f  e x e c u t i v e  o f f i c e r  
o f  a management c o n s u l t i n g  f i r m ,  r e p o r t e d  i n  t h e  J anua ry -  
F e b r u a r y  1979 i s s u e  o f  Harvard Bus ines s  Review on a s t u d y  
h i s  f i r m  conduc t ed  among t o p  e x e c u t i v e s  ment ioned i n  t h e  
1977 "Who's News" columns o f  t h e  Wall S t r e e t  J o u r n a l ,  Fewer 
t h a n  1 p e r c e n t  o f  t h e  1 , 2 5 0  r e sponden t s  w e r e  women. The 
' ~ l i z a  G .  C, C o l l i n s ,  "Everyone Who Makes it Has a 
M e n t o r , "  Harvarc? Bus ines s  Review, 56  ( Ju ly -Augus t  1 9 7 8 ) ,  L O O .  
2 ~ u t h  Halcomb, "Mentors and t h e  S u c c e s s f u l  Woman," 
Across  t h e  Board,  17  (February  1 9 8 0 1 ,  15. 
s t u d y  p r e s e n t e d  s e v e r a l  f i n d i n g s :  
1. Near ly  two- th i rds  o f  t h e  e x e c u t i v e s  r e p o r t e d  hav ing  
had a mentor o r  s p o n s o r ,  and o n e - t h i r d  hav ing  had 
two o r  more mentors .  
2 .  During t h e  l a s t  twenty y e a r s  mentor r e l a t i o n s h i p s  
have become much more p r e v a l e n t .  
3 .  E x e c u t i v e s  who have had a  mentor e a r n e d  more money 
a t  a  younger age ,  w e r e  b e t t e r  e d u c a t e d ,  w e r e  more 
l i k e l y  t o  fo l low a c a r e e r  p l a n ,  and s e r v e d  as a  
mentor t o  more p r o t e g e s  t h a n  t h o s e  who had n o t  had 
a  mentor ,  
4 .  E x e c u t i v e s  who had a  mentor w e r e  h a p p i e r  w i t h  t h e i r  
c a r e e r  p r o g r e s s  and d e r i v e d  more p l e a s u r e  from 
t h e i r  work. k 
Types o f  Mentors 
Linda P h i l l i p s ,  i n  h e r  su rvey  of  women managers and 
e x e c u t i v e s  i n  American b u s i n e s s  and i n d u s t r y ,  i d e n t i f i e d  t h e  
f o l l o w i n g  t y p e s  of mentors :  
1. C l a s s i c  o r  t r a d i t i o n a l - - o l d e r  male b o s s e s  who s e r v e d  
as p r o t e c t o r s ,  t e a c h e r s ,  g u i d e s  and f a t h e r - f i g u r e s  
t o  t h e i r  p r o t e g e s .  
2 .  S u p p o r t i v e  bosses/partners--supervisors o r  p a r t n e r s  
who encouraged ,  t a u g h t ,  and/or  p rov ided  o p p o r t u n i t i e s  
f o r  advancement. 
l ~ e r a r d  R. Roche, "Much A d o  A.bout Men to r s , "  Harvard 
Bus ines s  Review, 57  (January-February f 979) , 14-15. 
3 .  Corpora t e  sponsorsh ip- - impar tan t  p e r s o n s  i n  t h e  
c o r p o r a t i o n  who look a f t e r  t h e i r  p r o t e g e s  and make 
c e r t a i n  t hey  p r o g r e s s  i n  t h e i r  c a r e e r .  
4 .  P e e r  s t r a t e g i z e r s - - a n  i n d i v i d u a l ' s  p e e r s  and 
c o l l e a g u e s  who h e l p  t h e  i n d i v i d u a l  m e e t  s h o r t - t e r m  
g o a l s .  
5 .  P r o f e s s i o n a l  mentors--execut ives  who per form their 
mentor ing  d u t i e s  a s  o f f i c i a l  o r  u n o f f i c i a l  p a r t s  o f  
t h e i r  j obs .  
6 .  P a t r o n s  and matrons--wealthy o r  i n f l u e n t i a l  sup- 
p o r t e r s  who u s e  t h e i r  wea l th  or  s t a n d i n g  i n  t h e  
community t o  h e l p  i n d i v i d u a l s ,  i n s t i t u t i o n s ,  o r  
c a u s e s .  
1 
Mentor ing A s s i s t a n c e  
P h i l l i p s ' r r e s e a r c h  a l s o  documented a v a r i e t y  o f  ways i n  
which mentors  h e l p e d  t h e i r  p r o t e g e s .  
1. Encouragement, r e c o g n i t i o n  o f  p o t e n t i a l - - h a v i n g  
f a i t h  i n  t h e  p r o t e g e s h b i l i t i e s  and encourag ing  
t o  t h e  p r o t e g e s  t o  be  a l l  t h e y  can  be.  
2 .  I n s t r u c t i o n ,  t r a i n i n g - - t e a c h i n g  p r o t e g e s  a b o u t  
t h e i r  work,  g i v i n g  them s k i l l s ,  a c q u a i n t i n g  them 
w i t h  o f f i c e  p o l i t i c s ,  rev iewing  and c r i t i q u i n g  t h e i r  
e f f o r t s .  
' ~ h i l l i ~ s ,  p p .  6 9 - 7 4 .  
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3.  O p p o r t u n i t i e s ,  r e s p o n s i b i l i t i e s - - a s s i g n i n g  
p r o t e g e s  r e s p o n s i b i l i t i e s  and g i v i n g  them oppor- 
t u n i t i e s  t o  show what t h e y  can  do.  
4 .  Advise ,  c o u n s e l - - l i s t e n i n g  t o  problems,  i d e n t i f y i n g  
o p t i o n s ,  p r o v i d i n g  p r a c t i c a l  s u g g e s t i o n s  and a d v i c e .  
5 .  Help w i t h  c a r e e r  moves--suggesting v a r i o u s  c a r e e r  
move s t r a t e g i e s ,  and h e l p i n g  p r o t e g e s  t r a n s f e r  t o  
o t h e r  jobs .  
6 .  I n s p i r a t i o n ,  r o l e  model ing--providing a  s t y l e  and 
a t t i t u d e  t h a t  s e r v e s  a s  an i n s p i r a t i o n  and may be 
mode l e d .  
7 .  V i s ib i l i t y - -mak ing  c e r t a i n  t h a t  t h e i r  p r o t e g e s  a r e  
s e e n  and hea rd  by t h o s e  i n  p o s i t i o n s  t o  h e l p  them. 
8 .  Fr iendsh ip- -he lp ing  p r o t e g e s  a s  p a r t  of  c l o s e  
p e r s o n a l  r e l a t i o n s h i p s .  
9 .  Exposure t o  power and exc i t emen t - - s t imu la t ing  
p r o t e g e s  by exposure  t o  s u c c e s s ,  p o s i t i o n ,  power, 
pay and p r e s t i g e .  1 
Lack o f  Mentors f o r  Women 
"Given t h e  v a l u e  t h a t  mentor ing h a s  f o r  t h e  mentor ,  t h e  
r e c i p i e n t  and s o c i e t y  a t  l a r g e , "  Levinson s a i d ,  " i t  is t r a g i c  
t h a t  so l i t t l e  o f  it a c t u a l l y  occu r s .  t g 2  According t o  
' p h i l l i p s r  pp. 83-88.  
' ~ u r ~ ,  c i t i n g  Dan i e l  Levinson,  p .  4 4 .  
~ e v i n s o n ,  t h e  importance i n  t h e  a d u l t  development i s  j u s t  
b e g i n n i n g  t o  be  recognized. '  He a g r e e s  w i t h  E p s t e i n  t h a t  
t h e  l a c k  o f  a mentor h a s  been a major o b s t a c l e  i n  t h e  pru-  
f e s s i o n a l  development o f  women. 2 
I t  would s e r v e  c r u c i a l  developmental  f u n c t i o n s ,  
f o r  male  as w e l l  a s  female  s t u d e n t s ,  i f  t h e r e  
were more female  f a c u l t y  members i n  o u r  g r a d u a t e  
s c h o o l s  and p r o f e s s i o n a l  s c h o o l s . 3  
Women i n  b u s i n e s s  today  f i n d  few women t o  s e r v e  as 
mentors  and r a r e l y  does  a c o r p o r a t e  male o f f i c e r  s e l e c t  a  
woman a s  a p r o t e g e .  This  c r e a t e s  an i n s i d i o u s  c y c l e :  women 
do  n o t  advance r a p i d l y  p a r t i a l l y  due t o  a l a c k  o f  i n s i g h t  
and c o n t a c t  w i t h  women managers, and t h i s  r e s u l t s  i n  few 
women managers t o  s e r v e  a s  mentors  f o r  younger women. 4 
A s i g n i f i c a n t  b u t  o f t e n  u n a r t i c u l a t e d  f e e l i n g  i s  t h a t  
it i s  uncomfor tab le  f o r  a man t o  form a mentor a s s o c i a t i o n  
w i t h  a woman. C u l t u r a l  background and e x p e r i e n c e  have  condi -  
t i o n e d  him t o  view women a s  wives ,  mothers  and s w e e t h e a r t s ,  
1 Levinson ,  p .  2 4 .  
' c y n t h i a  F. E p s t e i n ,  " ~ n c o u n t e r i n g  t h e  Male E s t a b l i s h -  
ment: Sex -S ta tus  L i m i t s  on Women's C a r e e r s  i n  t h e  P r o f e s -  
s i o n s  ,'"erican J o u r n a l  of  Soc io logy ,  75 ( 1 9 7 9 )  , 9 6 9 - 7 0 ,  
4 ~ h a r l e s  D.  O r t h ,  111, and F r e d e r i c  J a c o b s ,  "Women i n  
Management: P a t t e r n  f o r  Change," Harvard Bus ines s  Review, 
4 9  ( Ju ly-Augus t ,  l 9 7 1 ) ,  146.  
n o t  e x e c u t i v e  p e e r s .  1 
According t o  Sheehy: 
when a  man becomes i n t e r e s t e d  i n  g u i d i n g  and 
a d v i s i n g  a  lounges woman, t h e r e  i s  u s u a l l y  an  
e ro t ic  i n t e r e s t  t h a t  goes  a long  w i t h  it. T h e  
k i c k e r  i s  t h a t  r e l a t i o n s h i p  of  gu ide  and s e e k e r  
g e t s  a l l  mixed up w i t h  a  con fus ing  male-female 
a t t a c h m e n t .  
Levinson s t a t e d  t h a t  men can f u n c t i o n  i n  impor t an t  r e s p e c t s  
a s  mentors  f o r  women b u t  warns t h a t  t h e r e  i s  much t o  be 
l e a r n e d  a b o u t  consc ious  o r  unconscious  sex ism which may l e a d  
t h e  male  t o  t r e a t  h i s  female  p r o t e g e  as a  " l i t t l e  g i r l  o r  a 
mascot o r  a  s e x  o b j e c t "  i n s t e a d  o f  welcoming h e r  as a peer. 3 
C y n t h i a  E p s t e i n ,  a u t h o r  of Woman's P l ace :  Op t ions  and 
L i m i t s  i n  P r o f e s s i o n a l  C a r e e r s ,  a g r e e s  t h a t  s e x u a l  under-  
c u r r e n t s  e x i s t :  
T h a t  can  work t o  womank advantage  o r  d i s a d v a n t a g e ,  
The advantage  i s  t h a t  i f  a  womank mentor o r  sponso r  
is  accomplished and knowledgeable,  s h e ' l l  l e a r n  a  
l o t  more from him because of  t h e  t i m e  t h e y  spend 
t o g e t h e r  o u t s i d e  of work. On t h e  o t h e r  hand,  p e o p l e  
are a p t  t o  a t t r i b u t e  t h e  woman's i d e a s  and work t o  
t h e  man, and t o  r e s e n t  her.  T y p i c a l l y  i t ' s  t h e  
woman's r e p u t a t i o n  t h a t  s u f f e r s .  People  r a r e l y  s a y ,  
" O h ,  h a s n ' t  he  improved a s  a  r e s u l t  o f  t h e i r  a f f a i r , "  
And o f  c o u r s e ,  i f  t h e  s e x u a l  r e l a t i o n s h i p  e n d s ,  
F. Cook, "Is  t h e  Mentor R e l a t i o n s h i p  P r i m a r i l y  a  
Male Expe r i ence?"  The Personne l  A d m i n i s t r a t o r ,  2 4  (November 
1 9 7 9 ) ,  8 3 ,  
2 ~ a i l  Sheehy,  "The Mentor Connection:  The Secret L i n k  
i n  t h e  Success fu l .  Woman's L i f e , "  N e w  York ,  7 ( A p r i l  1 9 7 6 ) ,  
3 3 - 3 4 .  
s h e ' s  t h e  s u b o r d i n a t e  and t h e  o l d  " l a s t - h i r e d ,  
f i r s t  f i r e d "  r u l e  may a  p l y .  My a d v i c e  t o  
women would be: Don ' t .  !!? 
Sheehy warns ,  
The woman may have a  d i f f i c u l t  t ime  f i n d i n g  h e r  
own e q u i l i b r i u m  because h e r  p r o f e s s i o n a l ,  emo- 
t i o n a l ,  and o f t e n  h e r  s e x u a l  n o ~ r i s h m e n t ~ a s  w e l l  
have t h e i r  sou rce  i n  t h e  same pe r son .  .. , 
According t o  Or th  and J a c o b s ,  women e x e c u t i v e s  who have 
s u f f e r e d  th rough  y e a r s  o f  d i s c r i m i n a t i o n  and h a r d  work might  
resis t  s e r v i n g  a s  a mentor t o  a  younger woman. These women 
r e c o g n i z e  t h a t  i f  t h e y  w e r e  beg inn ing  t h e i r  careers 
t o d a y ,  t h e i r  o p p o r t u n i t i e s  f o r  advancement i n  t h e  
fo rma l  s t r u c t u r e  would be  g r e a t e r  t h a n  t h o s e  t h a t  
e x i s t e d  when t h e y  began. They a r e  a l s o  aware ,  how- 
e v e r ,  t h a t  t o  exchange p o s i t i o n s  f o r  t i t l e  a t  t h i s  
p o i n t  would r e s u l t  i n  a  Loss of  power f o r  them. 
Unde r s t andab ly ,  some o f  t h e s e  women r e s e n t  t h o s e  
younger  women f o r  whom s o  much g r e a t e r  f l e x i b i l i t y  
and s o  many more o p p o r t u n i t i e s  e x i s t .  
A U n i v e r s i t y  of Southern C a l i f o r n i a  p r o f e s s o r ,  J u d i t h  
S t i ehm,  s u g g e s t e d  s e v e r a l  e x p l a n a t i o n s  f o r  women's r e l u c t a n c e  
t o  become s p o n s o r s  o r  mentors  f o r  o t h e r  women: 
One i s  t h e  f e e l i n g  t h a t  t hey  must keep t h e i r  
hands  c lean- - they  endanger t h e i r  own c a r e e r s  i f  
male  c o l l e a g u e s  t h i n k  o f  them a s  be ing  p r e j u d i c e d  
i n  f a v o r  o f  women. Another reason  i s  t h a t  t h e y ' r e  
working s o  ha rd  i n  t h e i r  own c a r e e r s  t h a t  t h e y  
d o n ' t  have t i m e .  T h i r d ,  t h e y  sometimes t h i n k  t h e  
younger  women w i l l  be  b e t t e r  o f f  w i t h  a  male s p o n s o r .  
' F U X ~ ,  c i t i n g  Cynth ia  E p s t e i n ,  p .  46. 
' ~ h e e h y ,  'The Mentor Connect ion,  " p .  3 4 .  
3 ~ r t h  and Jacobs  , p .  1 4 6 .  
* ~ a l c o m b ,  c i t i n g  J u d i t h  St iehm,  p. 1 8 .  
P h i l l i p s ,  i n  h e r  d o c t o r a l  d i s s e r t a t i o n  r e s e a r c h ,  d e t e r -  
mined t h a t  t h e  l a c k  o f  mentors f o r  women n o t  o n l y  had a  
n e g a t i v e  impac t  on t h e i r  c a r e e r  development b u t  a l s o  on 
t h e i r  s e l f - image ,  ego ,  and a d u l t  development,  She main- 
t a i n e d  t h a t  a mentor does  n o t  g u a r a n t e e  s u c c e s s  i n  a c a r e e r  
o r  i n  a d u l t  development ,  b u t  f o r  many women, i t  can  be a 
s t r o n g  c o n t r i b u t o r ,  1 
I n  h e r  book, Games Mother Never Taught You, B e t t y  Lehan 
Harragan made t h e  fo l lowing  o b s e r v a t i o n :  
There  a r e  p l e n t y  of  women who e v e n t u a l l y  do  per -  
c e i v e  t h e  game c h a r a c t e r i s t i c s  of b u s i n e s s .  
U n f o r t u n a t e l y ,  l a c k i n g  a  s u i t a b l e  t u t o r ,  t h e y ' r e  
a p t  t o  mis judge  which game i s  b e i n g  p l ayed .  
Consequent ly ,  many i n t e l l i g e n t  women can b e  found 
p l a y i n 3  checke r s  w h i l e  t h e i r  opponents  a r e  p l a y i n g  
c h e s s .  
Summary 
The re  d o e s  n o t  c u r r e n t l y  e x i s t  a  s i g n i f i c a n t  number o f  
women i n  s e n i o r - l e v e l  a d m i n i s t r a t i v e  p o s i t i o n s  i n  h i g h e r  
e d u c a t i o n .  Only 8 p e r c e n t  of  t h e  American c o l l e g e  and 
u n i v e r s i t y  p r e s i d e n t s  a r e  women w i t h  a lmos t  one-ha l f  o f  
t h e s e  b e i n g  members of r e l i g i o u s  communities.  
C u r r e n t  r e s e a r c h  s t u d i e s  i n d i c a t e  s e v e r a l  e x p l a n a t i o n s  
f o r  t h e  l a c k  o f  women i n  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n ,  
'13etty Lehan Harragan,  Games Mother Never Taught You: 
C o r p o r a t e  Gamemanship f o r  Women (New York: Rawson 
Associates, 1977) , p. 16. 
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The research explanations can be classified into two areas: 
societal influences on girls and women and institutional 
influences on girls and women. 
The importance of role models and mentors has received 
increased attention by professionals interested in the 
advancement of women in traditionally male-dominated profes- 
sions. According to the literature, role models and mentors 
are important factors in determining career patterns and 
adult development. 
The research indicated some differences between role 
models and mentors. These differences suggest that a con- 
tinuum of support relationships may be necessary. 
Since women often lack mentors, several suggestions were 
made to facilitate more mentoring for women as well as to 
define the kind of mentoring assistance which may be most 
helpful. 
CHAPTER THREE 
Research Design and Methodology 
Genera l  Design 
T o  c o l l e c t  d a t a  f o r  t h i s  s t u d y ,  a  survey questionnaire 
and an i n t e r v i e w  schedu le  w e r e  used  t o  gather b a t h  q u a n t i t a -  
t i v e  and q u a l i t a t i v e  i n fo rma t ion  f r o m  t h e  sample p o p u l a t i o n .  
The s u r v e y  q u e s t i o n n a i r e  and t h e  interview schedule were 
adap ted  from su rvey  i n s t r u m e n t s  used i n  Linda Lee Phillips' 
d o c t o r a l  d i s s e r t a t i o n .  I 
A p i l o t  s t u d y  w a s  conducted x i t h  ehvee xcr .en u n i v ~ r s i t y  
- - p r e s i d e n t s  from i n s t i t u t i o n s  ouksF~5e :?:e s%zs -2r -tX<a, 
P r o f e s s i o n a l  c o l l e a g u e s  were asked t o  make s u g g e s t i o n s  about  
t h e  s u r v e y  p r o c e d u r e ,  t h e  a p p r o p r i a t e n e s s  o f  t h e  i n t e r v i e w  
and t h e  wording o f  t h e  q u e s t i o n s .  Minor m o d i f i c a t i o n s  w e r e  
m a d e  ba sed  on s u g g e s t i o n s  from c o l l e a g u e s  and t h e  p i l o t  s t u d y .  
The sample  f o r  t h e  s t u d y  comprised twenty-two women 
c u r r e n t l y  employed i n  s e n i o r - l e v e l  a d m i n i s t r a t i v e  p o s i t i o n s  
i n  i n s t i t u t i o n s  of h i g h e r  e d u c a t i o n  i n  Iowa. O f  t h e  sample 
P o p u l a t i o n  e i g h t e e n  pe r sons  responded t o  t h e  q u e s t i o n n a i r e  
and t h e  i n t e r v i e w .  
' ~ h i l l i ~ s ,  "Mentors and P r o t e g e s :  A Study o f  t h e  C a r e e r  
Development of W o m e n  &tanagers and Execu t ives  i n  Bus iness  and 
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The su rvey  q u e s t i o n n a i r e  was mai led  w i t h  a cover  l e t t e r  
t o  e a c h  p e r s o n  i n  t h e  sample p o p u l a t i o n .  A f t e r  t h e  s u r v e y  
had been r e t u r n e d  t o  t h e  r e s e a r c h e r ,  e a c h  
member o f  t h e  sample popu la t ion  responded t o  t h e  i n t e r v i e w  
s c h e d u l e  t h rough  an e l e c t r o n i c a l l y  recorded  t e l e p h o n e  i n t e r -  
view conduc ted  by t h e  r e s e a r c h e r .  The d a t a  g e n e r a t e d  by t h e  
su rvey  q u e s t i o n n a i r e  and t h e  i n t e r v i e w  schedu le  w e r e  
t a b u l a t e d  and ana lyzed  t o  p rov ide  answers t o  t h e  q u e s t i o n s  
posed f o r  t h e  s t u d y .  
Popu la t ion  and Sample 
The p o p u l a t i o n  f o r  t h i s  s tudy  c o n s i s t e d  of women who 
were o r  would be  employed i n  a d m i n i s t r a t i v e  p o s i t i o n s  i n  two- 
and f o u r - y e a r  i n s t i t u t i o n s  o f  h i g h e r  e d u c a t i o n  i n  Iowa i n  t h e  
1 9 8 0 ' s .  The sample  comprised women employed i n  t h e  s p r i n g  
of 1981 i n  s e n i o r - l e v e l  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i v e  
p o s i t i o n s  i n  Iowa. 
The i n s t i t u t i o n s  o f  h i g h e r  e d u c a t i o n  used i n  t h e  su rvey  
w e r e  t h e  t h r e e  Iowa r e g e n t s g  u n i v e r s i t i e s ,  f i f t e e n  two-year 
s t a t e  a r e a  community c o l l e g e s  and twenty-seven two-year 
and f o u r - y e a r  i n s t i t u t i o n s  t h a t  were members  of t h e  Iowa 
A s s o c i a t i o n  o f  Independent  Col leges  and U n i v e r s i t i e s  i n  t h e  
s p r i n g  o f  1 9 8 1 .  T h i s  i nc luded  a t o t a l  o f  f o r t y - f i v e  i n s t i t u -  
t i o n s  o f  h i g h e r  e d u c a t i o n .  
The s e n i o r - l e v e l  a d m i n i s t r a t i v e  p o s i t i o n s  surveyed i n  
t h i s  s t u d y  w e r e :  p r e s i d e n t ,  c h i e f  academic o f f i c e r ,  c h i e f  
development officer, chief business officer, chief student 
life officer and deans of colleges or schools at the 
university level. Meeting the above requirements were 
twenty-two women. 
Procedure for Identifying Sample 
The sanple for this study was identified by contacting 
the executive secretary of the Iowa Board of Regents, the 
division director of the Area Schools of the State Depart- 
ment of Public Instruction and the president of the Iowa 
Association of Independent Colleges and Universities. 
Reports received from the previously mentioned individuals 
were used to identify the sample population and were veri- 
fied by telephone contact with the office of the president 
or superintendent of each institution. 
Forty-five institutions of higher education in Iowa 
were identified as meeting the criteria for this study. 
These included three Iowa regents' institutions, fifteen state 
area community colleges, one private two-year college, and 
twenty-six four-year private institutions. Identified as 
meeting the requirements of the sample population for this 
study were twenty-two women. The sample population included 
four individuals from the Iowa regents' institutions, one from 
an area community college, five from private two-year colleges, 
and twelve from four-year private institutions The twelve 
individuals from the four-year private institutions were 
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identif ied within eleven of the twenty-five institutions. 
.Eight of these four-year institution administrators were 
members of religious communities. 
Upon identification of individuals meeting the sample 
population criteria, each person was contacted by telephone, 
at which time an overview of the study was explained and 
their cooperation was solicited. 
Data and Instrumentation 
 he data for this study was drawn from the sample popula- 
tion by the use of two survey instruments: the survey 
questionnaire and the interview schedule. (See Appendices 
A and B.) The two survey instruments were adapted from the 
instruments developed by Linda Lee Phillips of the University 
of California at Los Angeles (UCLA) for her doctoral dis- 
sertation, "Mentors and Proteges: A Study of the Career 
Development of Women Managers and Executives in Business 
and Industry. " 
For the purposes of this study, the survey question- 
naire was re-worded from the Phillips questionnaire to make 
it applicable to academe rather than to business and 
industry. The interview schedule used in this study was 
changed considerably from the Phillips interview.   he 
Phillips interview was open-ended and questions were added 
or deleted depending on the needs at the time, The inter- 
view schedule for this study was structured to ten questions 
which a l l owed  for  open-ended r e s p o n s e s ,  y e t  l e n t  t hemse lves  
t o  d e f i n i t i v e  c a t e g o r i z a t i o n  of  i n fo rma t ion .  
Two s u r v e y  in s t rumen t s  were used t o  o b t a i n  bo th  q u a n t i -  
t a t i v e  and q u a l i t a t i v e  d a t a .  The su rvey  q u e s t i o n n a i r e  re- 
q u i r e d  q u a n t i t a t i v e  responses  wh i l e  t h e  i n t e r v i e w  s c h e d u l e  
was deve loped  t o  o b t a i n  follow-up,  q u a l i t a t i v e  and in -dep th  
i n f o r m a t i o n  t o  t h e  responses  o b t a i n e d  from t h e  s u r v e y  
q u e s t i o n n a i r e .  
The s u r v e y  q u e s t i o n n a i r e  and t h e  i n t e r v i e w  s c h e d u l e  
w e r e  p i l o t  t e s t e d  w i t h  t h r e e  women u n i v e r s i t y  p r e s i d e n t s  
from i n s t i t u t i o n s  o u t s i d e  t h e  s t a t e  o f  Iowa. Each o f  t h e s e  
p r e s i d e n t s  was c o n t a c t e d  by t e l ephone  a t  which t i m e  t h e  
s t u d y  w a s  e x p l a i n e d  and t h e i r  p a r t i c i p a t i o n  i n  t h e  p i l o t  
w a s  r e q u e s t e d .  Upon t h e i r  complet ion of  t h e  su rvey  ques- 
t i o n n a i r e  and t h e  i n t e r v i e w  schedu le ,  minor m o d i f i c a t i o n s  
w e r e  made t o  t h e  survey  q u e s t i o n n a i r e .  
Each of t h e  twenty-two women who w a s  i d e n t i f i e d  a s  
meet ing  t h e  sample popu la t ion  c r i t e r i a  w e r e  c o n t a c t e d  by 
t e l e p h o n e  and asked  t o  p a r t i c i p a t e  i n  t h e  s t u d y .  Two i n d i -  
v i d u a l s  i n d i c a t e d  t h a t  t h e y  d i d  no t  wish t o  p a r t i c i p a t e ,  
s i n c e  t h e y  f e l t  o t h e r  pe r sons  a t  t h e i r  i n s t i t u t i o n s  w e r e  i n  
a b e t t e r  p o s i t i o n  t o  respond.  
The twenty women who agreed  t o  p a r t i c i p a t e  i n  t h e  s t u d y  
were ma i l ed  t h e  su rvey  q u e s t i o n n a i r e  w i t h  a  cove r  l e t t e r  
and stamped r e t u r n  envelope.  The survey  q u e s t i o n n a i r e  w a s  
r e t u r n e d  by e i g h t e e n  i n d i v i d u a l s  w i t h i n  t h e  sugges t ed  t i m e  
frame. T h e  remain ing  two i n d i v i d u a l s  were c o n t a c t e d  by 
t e l e p h o n e  and reminded of  t h e  t i m e  frame and a l s o  a sked  i f  
t h e y  needed a n  a d d i t i o n a l  q u e s t i o n n a i r e  o r  f u r t h e r  informa- 
t i o n .  A t  t h i s  p o i n t , o n e  o f  them i n d i c a t e d  s h e  had misjudged 
h e r  t i m e  commitments and r e a l l y  f e l t  s h e  cou ld  n o t  g i v e  t h i s  
s t u d y  t h e  a p p r o p r i a t e  a t t e n t i o n .  The o t h e r  i n d i v i d u a l  
i n d i c a t e d  t h a t  s h e  would r e t u r n  h e r  q u e s t i o n n a i r e .  
The e i g h t e e n  who had r e t u r n e d  t h e  su rvey  q u e ' s t i o n n a i r e  
w e r e  t e l e p h o n e d  t o  e s t a b l i s h  a  d a t e  and t i m e  f o r  r e c o r d i n g  
t h e i r  r e s p o n s e s  t o  t h e  i n t e r v i e w  schedu le .  To e f f e c t i v e l y  
u se  t h e  t e l e p h o n e  i n t e r v i e w  t i m e ,  t h e  p a r t i c i p a n t s  w e r e  each  
s e n t  a  copy o f  t h e  i n t e r v i e w  schedu le  p r i o r  t o  t h e  i n t e r v i e w .  
Each o f  t h e  i n d i v i d u a l s  i n  t h e  sample p o p u l a t i o n  w e r e  tele-  
phoned a t  t h e  e s t a b l i s h e d  d a t e  and t i m e .  The ave rage  l e n g t h  
o f  e a c h  i n t e r v i e w  was f o r t y - f i v e  minutes .  T h e i r  r e s p o n s e s  
t o  t h e  i n t e r v i e w  schedu le  were e l e c t r o n i c a l l y  r eco rded .  
P r i o r  t o  r e c o r d i n g  t h e  i n t e r v i e w , t h e  p a r t i c i p a n t s  were i n -  
formed t h a t  t h e  i n t e r v i e w  would be r eco rded  and t h a t  t h e i r  
r e s p o n s e s ,  when p r e s e n t e d  i n  t h e  s t u d y ,  would be anonymous. 
The i n t e r v i e w s  w e r e  c l o s e d  by answering any q u e s t i o n s  t h e  
p a r t i c i p a n t  might  have and g r a t i t u d e  w a s  exp res sed  f o r  t h e  
t i m e  and a s s i s t a n c e .  Each p a r t i c i p a n t  w a s  promised a sum- 
mary o f  t h e  s t u d y  when a v a i l a b l e .  
TWO a d d i t i o n a l  t e l ephone  c o n t a c t s  were made t o  t h e  i n -  
d i v i d u a l  who had n o t  r e t u r n e d  h e r  survey  q u e s t i o n n a i r e ,  Even 
though s h e  e x p r e s s e d  h e r  i n t e r e s t  i n  p a r t i c i p a t i n g  i n  t h e  
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s t u d y ,  s h e  d i d  n o t  r e t u r n  t h e  r e q u i r e d  i n f o r m a t i o n  w i t h i n  
t h e  t i m e  f rame set by t h e  r e s e a r c h e r ,  The sample p o p u l a t i o n  
comple t ing  the su rvey  q u e s t i o n n a i r e  and t h e  i n t e r v i e w  s c h e d u l e  
c o n s i s t e d  o f  e i g h t e e n  respondents .  
Analys i s  of  t h e  Data 
  he d a t a  g a t h e r e d  from t h e  survey  q u e s t i o n n a i r e  was  
coded,  key punched and analyzed by computer. The S t a t i s t i c a l  
package f o r  t h e  S o c i a l  Sc i ences  (SPSS) computer program w a s  
used t o  compute d e s c r i p t i v e  s t a t i s t i c s - - b a s i c  f r e q u e n c i e s  
and measures  o f  c e n t r a l  tendency.  Some c r o s s - t a b u l a t i o n s  
( c r o s s - t a b s )  o f  v a r i a b l e s  were made. A f t e r  rev iewing  t h e  
c r o s s - t a b u l a t i o n s  o f  v a r i a b l e s ,  it was de te rmined  t h a t  t h e  
sample w a s  t o o  s m a l l  t o  draw conc lus ions  r e g a r d i n g  s i g n i f i c a n t  
d i f f e r e n c e s  w i t h i n  t h e  v a r i a b l e s .  The d e s c r i p t i v e  s t a t i s t i cs  
from t h e  computer a n a l y s i s  a r e  r e p o r t e d  i n  t a b u l a r  form, 
The purpose  o f  t h e  i n t e r v i e w  s c h e d u l e  w a s  t o  p r o v i d e  i n -  
d e p t h  q u a l i t a t i v e  r e sponses  t o  q u e s t i o n s  posed i n  t h e  s u r v e y  
q u e s t i o n n a i r e .  Each o f  t h e  i n d i v i d u a l  r eco rded  r e sponses  
were t r a n s c r i b e d  and organized  by t h e  r e s e a r c h e r  i n t o  cate- 
g o r i e s  which d i r e c t l y  r e l a t e d  t o  t h e  r e sponses  from t h e  
su rvey  q u e s t i o n n a i r e .  'These q u a l i t a t i v e  d a t a w e r e  p r e s e n t e d  
i n  n a r r a t i v e  form w i t h  t h e  r e l a t e d  d a t a  from t h e  computer 
a n a l y s i s  o f  t h e  survey  q u e s t i o n n a i r e .  
F i v e  of  t h e  e i g h t e e n  p a r t i c i p a n t s  i n  t h e  s t u d y  w e r e  
members o f  r e l i g i o u s  communities. A f t e r  c a r e f u l  examina t ion  
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of the computer analysis of the survey questionnaire - and 
the responses to the interview schedule, it was determined 
to report the responses from the members of the religious 
community separately from those of the other thirteen 
participants. 
 his distinction was made because several of the ques- 
tions on the survey questionnaire were not applicable ta 
members of religious comunities. Such questions include: 
marital status, number of children, religious background, 
annual salary (many members of religious communities re- 
ceive other than strictly monetary compensation), career 
choice, and career patterns. 
Responses to the interview schedule from some members 
of religious communities indicated that they did not choose 
educational administration as a career, Rather, being a 
member of a religious comunity was their career choice. 
Several also said that they were afraid they might skew 
the study because they had been placed in educational admin- 
istration by their religious communities and therefore had 
not followed any particular career pattern. 
For these reasons it was determined to keep the re- 
sponses separate, thus allowing for as accurate as possible 
interpretation of the data. 
CHAPTEI? FOUR 
Findings 
The findings of this study indicate that women adminis- 
trators in higher education in Iowa are a homogeneous group 
in some ways, and in other ways, a varied group of women. 
This chapter is a description of the comparison of the women 
in the study in terms of personal backgrounds, career 
experiences, and the influence of significant others in 
their careers. 
Information presented in this chapter was provided by 
the questionnaires and the interview transcripts. (See 
Appendices R and B . )  The term women administrators will be 
used to describe all the women in the study except the 
women who were members of a religious order, Members of a 
religious order will be referred to as Roman Catholic nuns. 
As discussed in Chapter Three, the responses from Roman 




The women in the study ranged in age from thirty to 
fifty-nine. Roman Catholic nuns ranged in age from 
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t h i r t y - n i n e  t o  f i f t y - t h r e e .  The d i s t r i b u t i o n  o f  a g e s  i s  
p r e s e n t e d  i n  T a b l e  1. 
Tab le  1 
A g e  D i s t r i b u t i o n  
Women 
A d m i n i s t r a t o r s /  
Women Roman C a t h o l i c  
A d m i n i s t r a t o r s  Nuns T o t a l  
31-36 2 15 .4  0 0.0 2 11.1 
25-30 1 7.7 0 0.0 1 
- - -
5.6  
T o t a l s  13 100.0 5 100.0 18 100.0 
B i r t h  Orde r  
The r e l a t e d  l i t e r a t u r e  h a s  sugges t ed  t h a t  s e n i o r - l e v e l  
e x e c u t i v e  women a r e  l i k e l y  t o  have been o n l y  c h i l d r e n ,  f i r s t -  
born  c h i l d r e n  or f i r s t - b o r n  d a u g h t e r s .  The f i n d i n g s  i n  t h i s  
s t u d y  i n d i c a t e  t h a t  more women were second- o r  l a t e r - b o r n  
t h a n  f i r s t - b o r n  c h i l d r e n ;  however, f o u r  af the second-born 
c h i l d r e n  w e r e  f i r s t - b a r n  d a u g h t e r s  and one o f  t h e  t h i r d - b o r n  
c h i l d r e n  w a s  t h e  f i r s t - b o r n  daugh te r .  None o f  t h e  women i n  
t h e  s t u d y  w e r e  the o n l y  c h i l d  in t h e  family. (See Table 2.) 
Table  2 
B i r t h  Order 
Women 
Administrators, '  
Women Roman C a t h o l i c  
A d m i n i s t r a t o r s  Nuns T o t a l  
B i r t h  Order  n % n  % n  % 
Only Child 0  0.0 0 0.0 0  0.0 
1s t Born 4 30.8 1 20.0 5 27.8 
2nd Born 
3rd Born 2 15.4 1 20.0 3 16.7 
4 th  o r  L a t e r  
Born 2 15.4 2 40.0 4 
- - -
22,2 
T o t a l s  1 3  100.0 5 100.0  1 8  100.0 
N a t i o n a l i t y  o f  Women and T h e i r  P a r e n t s  
A l l  of  t h e  women and most of  t h e i r  p a r e n t s  w e r e  born  i n  
t h e  Un i t ed  S t a t e s .  O f  t h e  t h i r t e e n  women a d m i n i s t r a t o r s ,  
t e n  o f  t h e i r  f a t h e r s  and twelve o f  t h e i r  mothers  were born 
i n  the Uni t ed  S t a t e s .  Of the f i v e  women who were Roman 
C a t h o l i c  nuns, f o u r  o f  t h e i r  f a t h e r s  and f o u r  o f  t h e i r  mothers  
were bo rn  i n  t h e  Uni ted S t a t e s .  
R a c i a l  o r  E t h n i c  Groups 
O f  t h e  t h i r t e e n  women a d m i n i s t r a t o r s ,  one was Black and 
t h e  t w e l v e  o t h e r s  were Caucasian,  A l l  of t h e  Roman C a t h o l i c  
n u n s  w e r e  ~ a u c a s i a n .  
R e l i g i o u s  Backgrounds 
of t h e  t h i r t e e n  women a d m i n i s t r a t o r s ,  t e n  were r a i s e d  
as p r o t e s t a n t s  and t h r e e  as  Roman C a t h o l i c s .  Three  cu r -  
r e n t l y  p r a c t i c e d  Roman Ca tho l i c i sm whi l e  seven were cu r -  
r e n t l y  P r o t e s t a n t s .  The o t h e r  t h r e e  d i d  n o t  s t a t e  a  
~ u r r e n t  r e f i g i o n .  A 1 1  t h e  Roman C a t h o l i c  nuns were r a i s e d  
Roman c a t h o l i c  and c o n t i n u e  t o  p r a c t i c e  t h a t  r e l i g i o n .  
M a r i t a l  S t a t u s  
Only t h r e e  women i n  t h e  s tudy  were c u r r e n t l y  mar r i ed .  
F i v e  af t h e  t h i r t e e n  women a d m i n i s t r a t o r s  were s i n g l e  and 
had neve r  been mar r i ed  wh i l e  f o u r  w e r e  s i n g l e  a s  a r e s u l t  
of d i v o r c e .  One o f  t h e  women was a  widow and none of t h e  
women was i n  a second marr iage .  (See Table  3 . )  
Table  3 
Cur ren t  M a r i t a l  S t a t u s  
- - - - -- - - - - 
Women 
~ d m i n i s t r a t o r s /  
Women Roman C a t h o l i c  
A d m i n i s t r a t o r s  Nuns T o t a l  M a r i t a l  
S t a t u s  n % n % n % 
S i n g l e  (Never 
Marr ied)  5 
S i n g l e  
(Divorced)  4 
S i n g l e  
(Widowed ) 
Married ( O n l y  
Once) - 3 
T o t a l s  1 3  100.0 5 1 0 0 . 0  1 8  1 0 0 , O  
c h i l d r e n  
~ i v e  o f  t h e  t h i r t e e n  women a d m i n i s t r a t o r s  had c h i l d r e n .  
TWO had t h r e e  c h i l d r e n ,  one had two c h i l d r e n ,  one had f o u r  
c h i l d r e n  and one had f i v e  c h i l d r e n .  
Formal E d u c a t i o n a l  Level  
Ten of t h e  e i g h t e e n  women had a d o c t o r a t e  d e g r e e ,  and 
f i v e  o f  t h e  t e n  had done p o s t d o c t o r a l  work. A l l  o f  t h e  
women p o s s e s s e d  a t  l e a s t  a b a c c a l a u r e a t e  deg ree  (See Table  4 . )  
Table  4 
Formal E d u c a t i o n a l  Level  
Women 
A d m i n i s t r a t o r s /  
Women Roman C a t h o l i c  
A d m i n i s t r a t o r s  Nuns T o t a l  
Leve l  n  % n % n % 
B a c c a l a u r e a t e  
Degree 
B a c c a l a u r e a t e  
Degree P l u s  
Courses  1 
M a s t e r ' s  
Degree 1 
M a s t e r ' s  D e -  
g r e e  P l u s  
Courses  2 15.4 2 40,O 4 22-2 
Doc to ra t e  
Degree 4 3 0 . 8  1 2 0 . 0  5 23-8 
P o s t d o c t o r a l  
Courses  4 30-8 - 1 2 0 - 0  
-
T o t a l s  
O c c u p a t i o n a l  H i s  t o r y  
p r e s e n t  p o s i t i o n  
Seven  o f  t h e  e i g h t e e n  women were t h e  c h i e f  s t u d e n t  
l i f e  o f f i c e r ,  f i v e  were t h e  c h i e f  academic o f f i c e r ,  f o u r  
were d e a n s  o f  a c o l l e g e  o r  s c h o o l  a t  t h e  u n i v e r s i t y  l e v e l ,  
one  w a s  t h e  c h i e f  development  o f f i c e r  and one w a s  t h e  c h i e f  
b u s i n e s s  o f f i c e r .  (See  T a b l e  5 , )  
T a b l e  5 
P r e s e n t  P o s i t i o n  
Women 
A d m i n i s t r a t o r s /  
Women Roman C a t h o l i c  
A d m i n i s t r a t o r s  Nuns T o t a l  
P o s i t i o n  n % n  o, n  % 
Academic 
O f f i c e r  3 2 3 . 1  2 40.0 5  27.8 
Development 
O f f i c e r  0 0 ,O 1 2 0 . 0  1 5 .6  
S t u d e n t  L i f e  
Off icer  5 
B u s i n e s s  
O f f  icer  1 
Deans o f  
C o l l e g e  o r  





T o t a l s  1 3  1 0 0 - 0  5 100.0 18 100.0 
Private f o u r - y e a r  i n s t i t u t i o n s  employed t e n  of t h e  
e i g h t e e n  women. Three  of t h e  women were  employed in public 
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f o u r - y e a r  g r a d u a t e  i n s t i t u t i o n s ,  t h r e e  were employed i n  
p r i v a t e  two-year  i n s t i t u t i o n s ,  one was employed i n  a p r i v a t e  
f o u r - y e a r  g r a d u a t e  i n s t i t u t i o n  and one i n  a p u b l i c  two-year  
i n s t i t u t i o n .  ( S e e  T a b l e  6 .  ) 
T a b l e  6 
P r e s e n t  I n s t i t u t i o n  
Women 
A d m i n i s t r a t o r s /  
Women Roman C a t h o l i c  
A d m i n i s t r a t o r s  Nuns T o t a l  
I n s t i t u t i o n  n  s?. n % n  % 
P u b l i c  - 4 y r .  
G r a d u a t e  3 
P r i v a t e  - 4 y r .  
G r a d u a t e  1 
P r i v a t e  - 
4 y r .  7 
P u b l i c  - 
2 y r .  1 7 . 7  0 0 . 0  L 5 .6  
P r i v a t e  - 
2 y r .  1 7 . 7  2 40.0 3 
- -
-
1 6 . 7  
T o t a l s  1 3  100.0 5 1 0 0 . 0  1 8  1 0 0 . 0  
F o u r t e e n  of t h e  women had been i n  t h e  c u r r e n t  p o s i t i o n  
f o r  f i v e  o r  f ewer  y e a r s .  Four  of t h e  women had been  i n  t h e  
c u r r e n t  p o s i t i o n  f o r  six or more y e a r s .  (See  T a b l e  7 . )  
T a b l e  7  
Leng th  o f  Time i n  C u r r e n t  P o s i t i o n  
Women 
A d m i n i s t r a t o r s /  
Women Roman C a t h o l i c  
A d m i n i s t r a t o r s  Nuns T o t a l  
Years n % n  % n % 
0-2 Years 7  53.8 2 40.0 9 50 .0  
3-5 Y e a r s  4 30.8 I 20.0 5 2 7 . 8  
6-8 Years 1 7.7 1 2 0 . 0  2 11.1 
9 - 1 1  Years 0  0.0 0 0.0 0 0 . 0  
12 o r  More 
Y e a r s  1. 7.7 1 
- - 20.0 2 - 11.1 
T o t a l s  1 3  100.0  5 L O O .  0 1 8  1 0 0 . 0  
F i r s t  A d m i n i s t r a t i v e  E x p e r i e n c e  
O n e - t h i r d  ( s i x  o f  e i g h t e e n )  of t h e  women i n  t h e  s u r v e y  
had as t h e i r  f i r s t  a d m i n i s t r a t i v e  e x p e r i e n c e  a d e a n s h i p  o r  
a  v i c e - p r e s i d e n c y .  The m a j o r i t y  ( f o u r  of  t h e  s i x )  o f  these  
women w e r e  Roman C a t h o l i c  nuns .  The n e x t  h i g h e s t  number, 
f i v e ,  b e g a n  t h e i r  a d m i n i s t r a t i v e  c a r e e r s  a s  an a s s i s t a n t  
a d m i n i s t r a t o r  o r  s u p e r v i s o r .  (See  T a b l e  8 .1  
Over 7 5  p e r c e n t  o f  the  women had t h e i r  f i r s t  a d m i n i s -  
trative e x p e r i e n c e  i n  h i g h e r  e d u c a t i o n  b e f o r e  t h e y  w e r e  
f o r t y  years of a g e .  Only one  woman was o v e r  f i f t y  y e a r s  of 
age b e f o r e  h e r  f i r s t  a d m i n i s t r a t i v e  e x p e r i e n c e .  ( S e e  
T a b l e  9 . )  
Table 8 
First Administrative Experience 
Women 
Administrators/ 
Women Roman Catholic 
Administrators Nuns Total 











Supervisor - 5 38.5 0 
- - 
Totals 1 3  100 .0  5 1 0 0 . 0  1 8  1 0 0 . 0  
Table  9 
A g e  a t  F i r s t  A d m i n i s t r a t i v e  Exper ience  
Women 
Admin i s t r a to r s /  
Women Roman C a t h o l i c  
~ d m i n i s t r a t o r s  Nuns Total 
50  & Over 1 7 . 7  0 0.0  1 
- - -
5 .6  
T o t a l s  1 3  100.0 5 1 0 0 . 0  1 8  100.0  
S a l a r y  
S i x  of t h e  e i g h t e e n  women c u r r e n t l y  r e c e i v e d  s a l a r i e s  
of  $25,000-$29,000 a n n u a l l y .  Some o f  t h e  Roman C a t h o l i c  
nuns i n d i c a t e d  t h a t  t h e i r  annua l  s a l a r y  was p robab ly  less 
t h a n  their lay e q u i v a l e n t ' s  because  they  r e c e i v e d  room and 
board i n  a d d i t i o n  t o  t h e i r  s a l a r y .  I n  t h i s  s t u d y ,  however, 
t h e  l o w e s t  s a l a r y  was r e c e i v e d  by women who w e r e  n o t  Roman 
C a t h o l i c  nuns .  (See  Tab le  10.5 
T a b l e  10 
S a l a r y  Ranges 
Women 
A d m i n i s t r a t o r s /  
Women Roman C a t h o l i c  
~ d m i n i s t r a t o r s  Nuns T o t a l  
~ n n u a l  
S a l a r y  
M i s s i n g  D a t a  1 7 . 7  0 0.0 I 
- - -
5 . 6  
T o t a l s  1 3  100.0 5 100.0 1 8  100.0  
Career D e v e l o ~ m e n t  
C a r e e r  S e l e c t i o n  
When a s k e d  which  word--preplanned o r  a c c i d e n t a l - -  b e s t  
d e s c r i b e d  t h e  method by which t h e y  s e l e c t e d  a c a r e e r  i n  
h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n ,  7 7 . 8  p e r c e n t  ( f o u r t e e n  
women) s a i d  t h a t  t h e i r  method was a c c i d e n t a l  w h i l e  22.2 p e r -  
c e n t  ( f o u r  women) c h o s e  p rep lanned .  Many o f  t h e  Roman 
C a t h o l i c  nuns  s a id  t h e i r  c a r e e r  c h o i c e  was t o  become a 
member of a r e l i g i o u s  community and t h e n  i n  c o o p e r a t i o n  with 
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the religious order they made a decision about their 
career in education. (See Table 11.) 
Table I1 
Career Selection Process 
Women 
Administrators/ 
Women Roman Catholic 
~dministrators Nuns Total 
Process n % n % n % 
Preplanned 
Accidental Il - 84.6 - 3 60.0 1 4  
-
7 7 . 8  
Totals 13 100.0 5 100.0 18 100.0 
When asked to designate the time they first decided 
upon a career in higher education administration, 55.6 
percent (ten women) indicated they made the choice during 
their first administrative assignment. (See Table 1 2 . )  
Table 12 





Women Roman Catholic 
Administrators Nuns Total 
Timing n % n % n 9, 
~efore High 
School 0 0.0 0 0.0 0 0.0 
~uring High 
School 0 0.0 0 0.0 0 0.0 
During College 1 7.7 1 20.0 2 11.1 
During First 
Job 3 2 3 . 1  0 0.0 3 1 6 . 7  
~uring First 
~dministrative 
Assignment 7 53.8 3 60 .O 10 55 .6  
Other 
Totals 1 3  1 0 0 . 0  5 100 .0  18 100.0 
Career Patterns 
The patterns followed by the women in their career 
development was analyzed by the women's continuity in the 
paid labor market over time. Patterns were Lifetime 
Continuous (employed continuously, no combination of employ- 
ment and family) , ~ouble-Track (combination of employment, 
family, and homemaking) , ~nterrupted (time off to rear 
children, re turn to uninterrupted employment) , and Inter- 
mittent Re-entry and E x i t  (frequently entering and leaving 
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t h e  l abor  m a r k e t ) .  A s  T a b l e  1 3  i n d i c a t e s ,  a t o t a l  af 7 2 . 2  
p e r c e n t  ( t h i r t e e n  women) f o l l o w e d  t h e  L i f  etirne C o n t i n u o u s  
p a t t e r n .  T h e  r e m a i n i n g  2 7 . 8  p e r c e n t  ( f i v e  women) f o l l o w e d  
e i t h e r  D o u b l e  T r a c k  p a t t e r n  o r  t h e  I n t e r r u p t e d  p a t t e r n .  
k l l  of t h e  Roman ca thol ic  n u n s  f o l l o w e d  a  ~ i f e t i m e  
C o n t i n u o u s  p a t t e r n .  
T a b l e  1 3  
C a r e e r  P a t t e r n s  
Women 
A d m i n i s t r a t o r s /  
Women Roman Catholic 
A d m i n i s t r a t o r s  Nuns T o t a l  
P a t t e r n s  n  % n B n  % 
L i f  etirne 
C o n t i n u o u s  8 6 1 . 5  5 1 0 0 . 0  1 3  7 2 . 2  
D o u b l e  T r a c k  3 2 3 . 1  0 0 . 0  3  1 6 . 7  
I n t e r r u p t e d  2 1 5 . 4  0 0 . 0  2  11.1 
I n t e r m i t t e n t  
R e - e n t r y  and 
E x i t  0 0 . 0  0 0 . 0  0  
- -
7
0 . 0  
T o t a l s  1 3  1 0 0 . 0  5 1 0 0 . 0  1 8  1 0 0 . 0  
C a r e e r  S a t i s f a c t i o n  
A t o t a l  of 7 2 . 2  p e r c e n t  of t h e  women a n s w e r e d  y e s  t o  
t h e  q u e s t i o n :  "Would you choose e d u c a t i o n  a d m i n i s t r a t i o n  a s  
y o u r  f i e l d  if y o u  c o u l d  b e g i n  y o u r  career a g a i n ? "  T h o s e  who 
a n s w e r e d  n o  c i t e d  a s  p r e f e r r e d  c h o i c e s  t e a c h i n g ,  r e s e a r c h ,  
and o t h e r  p r o f e s s i o n a l  f i e l d s  such  a s  law and medic ine .  
F o r t y  p e r c e n t  ( two of f i v e )  of t h e  members of a  r e l i g i o u s  
community s a i d  t h e y  would choose e d u c a t i o n  a d m i n i s t r a t i o n  a s  
a c a r e e r  w h i l e  8 4 . 6  p e r c e n t  (eleven o f  t h i r t e e n )  of t h e  
women a d m i n i s t r a t o r s  s a i d  t h e y  would choose e d u c a t i o n  admin- 
i s t r a t i o n  as a c a r e e r .  
When a s k e d  what w a s  most s a t i s f y i n g  about t h e i r  c a r e e r ,  
t h e  m a j o r i t y  s a i d  it was t h e  o p p o r t u n i t y  t o  c o n t r i b u t e  t o  
t h e  l i v e s  of young peop le .  The o p p o r t u n i t y  t o  make deci- 
s i o n s ,  t h u s  h e l p i n g  t o  s o l v e  problems,  was a l s o  f r e q u e n t l y  
m e n t i o n e d .  T h i s  o p p o r t u n i t y  was i m p o r t a n t  because  it a l l o w e d  
them t o  u s e  t h e i r  c r e a t i v e  energy and made them f e e l  
r e s p o n s i b l e  w i t h i n  t h e  i n s t i t u t i o n .  
One o f  t h e  women s a i d  a c q u i r i n g  new s k i l l s  and h e r  own 
personal  growth ha2 been mast rewarding. the woman 
a d r z i t t e d  %hat  bein? able ko make a difference through policy 
... l9rmation gave her a f e e l i n g  of power and she liked khak, 
So%e of the Beast s s t i s f y i n g  th ings  in their careers 
were l ack  ~f time to meet goaLs, Lack of personal tine, too 
much c a ~ ~ m i t t e e  ?~ork ,  budget p z o b l e m s ,  no& enough t i m e  to 
spend xi$& f a c u l t y  and students ,  h a v i n g  ts make unpopular 
deck i62ns ,  p s g f e s s b n a :  opganiaatlons ~i'kri~h wouldn Y t a l l o w  
wonen i~ iea3ership ~ Q P ~ s ,  c ~ n ~ t a n e l y  hav ing  to prove compe- 
+-W. -?. to Piale administrstars, and experiences of inequality 
o b s t a c l e s  Encountered i n  Career 
 he women were asked whether o r  not  a  number of 
p o s s i b l e  problems were major. minor, or  no problem i n  t h e i r  
c a r e e r s .  Few o f  t h e  women i n d i c a t e d  on t h e  q u e s t i o n n a i r e  
t h a t  t h e i r  o b s t a c l e s  were major: more c i t e d  minor o b s t a c l e s .  
 ema ale and male co-worker resentment were t h e  two m o s t  
f r e q u e n t l y  c i t e d  o b s t a c l e s ,  wi th  55.6 percen t  ( t e n  of 
e i g h t e e n )  of the women i n d i c a t i n g  t h a t  they were k i t h e r  
major o r  minor problems. Tables 1 4  through 16 p r e s e n t  t h e  
o b s t a c l e s  encounte red  by women a d m i n i s t r a t o r s ,  Table 15 
r e p o r t s  o b s t a c l e s  encountered by t h e  Roman C a t h o l i c  nuns,  
and T a b l e  16  i s  a composite of t h e  two. 
The Roman C a t h o l i c  nuns d i f f e r e d  from the o t h e r  women 
i n  t h e  s t u d y  i n  t h a t  they d i d  no t  l i s t  employer d i sc r imina-  
t i o n ,  husband ' s  nega t ive  a t t i t u d e ,  r e l a t i v e ' s  o r  f r i e n d ' s  
n e g a t i v e  a t t i t u d e ,  o r  having ch i ld ren  a s  major o r  minor 
o b s t a c l e s .  
T h e  i n t e r v i e w s  wi th  t h e  women revea led  a d d i t i o n a l  de- 
t a i l s  a b o u t  t h e  o b s t a c l e s  encountered i n  developin9 t h e i r  
c a r e e r s .  Problems encountered a s  a r e s u l t  of male co-worker 
r e sen tmen t  inc luded:  men who d i d n ' t  l i k e  t o  work f o r  women 
a d m i n i s t r a t o r s ,  men who f e l t  they should have had t h e  pos i -  
t i o n ,  men who were t h rea t ened  by a  woman's a u t h o r i t y  and men 
who c o n s t a n t l y  ques t ioned  a  woman's a b i l i t y .  One woman s a i d  
nuns have a  e s t a b l i s h i n g  competency. "The a t t i t u d e  































b e c a u s e  y o u ' r e  a  nun,"  
Female  co-workers c r e a t e d  some s i m i l a r  problems f o r  t h e  
women a d m i n i s t r a t o r s ,  Female co-workers r e s e n t e d  women 
h a v i n g  a u t h o r i t y  and d i d  n o t  f e e l  t h a t  t h e y  s h o u l d  have  t o  
work f o r  a woman. I n  one i n t e r v i e w ,  a  woman s a i d  t h a t  s h e  
was t o l d  by a female  co-worker t h a t  "Women s h o u l d  n o t  have  
p o s i t i o n s  t h a t  are r e a l l y  men's work," 
Employers  c r e a t e d  o b s t a c l e s  th rough  d i s c r i m i n a t o r y  
h i r i n g  p r a c t i c e s  and s a l a r y  d i s c r i m i n a t i o n .  "I  a p p l i e d  f o r  
o n e  h u n d r e d  p o s i t i o n s  a f t e r  comple t ing  t h e  d o c t o r a t e .  I 
n e v e r  g o t  a n  i n t e r v i e w .  That" t o o  p e r v a s i v e  t o  be  acci- 
d e n t a l , "  a c c o r d i n g  t o  one woman. Two o t h e r  women s a i d  
t h e i r  s a l a r i e s  were less t h a n  t h e  o t h e r  male v i c e -  
p r e s i d e n t s  e v e n  though e x p e r i e n c e  and d e g r e e s  were t h e  same. 
Another  woman s a i d  t h e  i n s t i t u t i o n  d i d  n o t  s u p p o r t  f emale  
p r o g r e s s  (upward m o b i l i t y )  w i t h i n  t h e  sys tem.  
F a m i l y  r e s p o n s i b i l i t y  caused some problems for  t h e  
women. T h r e e  women s a i d  t h e y  had s u f f e r e d  g u i l t  f e e l i n g s  
a b o u t  n o t  b e i n g  home w i t h  t h e i r  c h i l d r e n  and t h o u g h t  t h e i r  
c h i l d r e n  would s u f f e r .  "Every woman who h a s  a f a m i l y  and 
c a r e e r  r u n s  i n t o  a doub le  d u t y  s t r e t c h , "  a c c o r d i n g  t o  one  
woman, Two women s a i d  p a r e n t a l  r e s p o n s i b i l i t i e s  had k e p t  
them from c o n t i n u i n g  t h e i r  e d u c a t i o n  and had a l s o  caused  them 
t o  b e  less m o b i l e  g e o g r a p h i c a l l y .  
F i v e  of t h e  women i n d i c a t e d  t h e y  had n o t  a c c e ~ t e d  
o b s t a c l e s  as problems:  r a t h e r ,  they  viewed t h e n  a s  c h a l l e n g e s  
7 4  
~ i s c r i m i n a t i o n  w a s  a s tumbl ing  b lock  b u t  it d i d  n o t  p r e v e n t  
them f rom r e a c h i n g  t h e i r  g o a l .  
.He lp fu l  F a c t o r s  i n  Caree r  Development 
  he women w e r e  asked t o  r ank  f i v e  f a c t o r s ,  from a  l i s t  
o f  s e v e n t e e n ,  t h a t  were most h e l p f u l  i n  t h e  development  of 
t h e i r  career. The f i v e  f a c t o r s  chosen a s  b e i n g  m o s t  h e l p f u l  
w e r e  b e i n g  competen t ,  hav ing  s t r o n g  d r i v e  and d e t e r m i n a t i o n ,  
knowledge g a i n e d  i n  s c h o o l  o r  o t h e r  c o u r s e s ,  h a v i n g  a good 
p e r s o n a l i t y ,  and l u c k  o r  f a t e .  (See  Table  1 7 . )  The f i v e  
f a c t o r s  w e r e  t h e  same f o r  Roman C a t h o l i c  nuns a s  f o r  t h e  
women a d m i n i s t r a t o r s .  
O t h e r  h e l p f u l  f a c t o r s  s e l e c t e d  w e r e  hav ing  a  r o l e  model 
or m e n t o r  ( s i x  r e s p o n s e s )  , remaining s i n g l e  ( s i x  r e s p o n s e s )  , 
b e i n g  a g g r e s s i v e  ( f i v e  r e s p o n s e s ) ,  and b e i n g  p h y s i c a l l y  
a c t i v e  ( f o u r  r e s p o n s e s ) .  
D u r i n g  t h e  i n t e r v i e w s ,  t h e  women d i s c u s s e d  i n  g r e a t e r  
d e t a i l  t h e  f a c t o r s  t h a t  were h e l p f u l  t o  them i n  t h e i r  c a r e e r  
d e v e l o p m e n t .  Being competent  was d i s c u s s e d  most f r e q u e n t l y ,  
w i t h  s e v e r a l  d i f f e r e n t  meanings a s s o c i a t e d  w i t h  t h e  word. 
T h r e e  women f e l t  competency was r e f l e c t e d  i n  t h e i r  o r g a n i z a -  
t i o n a l  and  a d m i n i s t r a t i v e  s k i l l s  and was v i t a l  t o  t h e  r o l e  
o f  a n  a d m i n i s t r a t o r .  Two o t h e r  women s u g g e s t e d  t h a t  compe- 
t e n c y  had h e l p e d  b u i l d  t h e i r  r e p u t a t i o n s  as t a s k  and g o a l  
o r i e n t e d  i n d i v i d u a l s .  They f e l t  t h e y  would n o t  be where t h e y  
w e r e  t o d a y  i f  t h e y  had n o t  d i s p l a y e d  competence. Another  
Table  17 
H e l p f u l  F a c t o s s  i n  Career  Development 
Women 
A d m i n i s t r a t o r s /  
Women Roman Ca tho l  i c 
A d m i n i s t r a t o r s  Nuns T o t a l  
F a c t o r  n ( l 3 )  % n ( 5 )  % nE18) % 
Being  competen t  1 0  76 - 9  5  100.0 1 5  8 3 . 3  
Having s t r o n g  d r i v e  and 
d e t e r m i n a t i o n  9  69.2  4  80,O 1 3  72.2 
Knowledge g a i n e d  i n  s c h o o l  
o r  o t h e r  c o u r s e s  9 69.2 4  80.0 1 3  7 2 - 2  
Having a good p e r s o n a l i t y  6 46.2 4 80.0 LO 55 - 6  
Luck  o r  f a t e  7 53 .8  2  40.0 9 50 . 0  
Having a  r o l e  model o r  
men tor 4 30 - 8  2 40.0 6 3 3 . 3  
Remaining s i n g l e  5  38.5  1 20.0 6 3 3 . 3  
Being  a g g r e s s i v e  4  30.8 1 20.0 5 27.8 
B e i n g  p h y s i c a l l y  a c t i v e  3 23.1 1 2 0 - 0  4 22.2 
Changing g e o g r a p h i c a l  
l o c a t i o n  2 15.4 0  0 . 0  2 11.1 
T r a v e l i n g  (home o r  abroad)  1 
G e t t i n g  m a r r i e d  0  0.0 0  0 , 0  0  0 . 0  
Being s e p a r a t e d  and/or  
d r v o r c e d  0 0.0 0  0 . 0  0 0.0 
F m l l y  i n h e r i t a n c e  0 0 .0  0 0 .0  0  0 . 0  
0 0.0  0  0 .0  0  0 .0  H a v ~ n g  c h i l d r e n  
0 0.0 0  0.0 0 0.0 N o t  h a v l n g  c h i l d r e n  
Rece lv rnq  f o r m a l  c o u n s e l i n g  0 0 .0  0 
0 - 0  0 0 . 0  
: ~ m e r  of  women c r t i n g  f a c t o r  as 1 3 f  3 most helpful. 
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woman said. being competent  academica l ly  and s u c c e e d i n g  i n  
g r a d u a t e  work was the most i m p o r t a n t  for f u t u r e  employment. 
~ a v i n g  s t r o n g  d r i v e  and d e t e r m i n a t i o n  w a s  t h e  n e x t  
most f r e q u e n t l y  mentioned h e l p f u l  factor. Five women sa id  
t h e y  w e r e  determined to be good a t  what t h e y  d i d ,  and t h a t  
meant having t h e  dr ive  and d e t e r n i n a t i o n  t o  b e  profession- 
a l l y  prepared .  Two women said they w e r e  s i m p l y  s t u b b o r n  
and wanted ta prove to o t h e r s  t h e y  could  succeed. One woman 
i nd i ca t ed  t h a t  her d e t e r m i n a t i o n  and d r i v e  was a r e s u l t  
f a m i l y  f i n a n c i a l  need,  m o t h e r  woman s a i d  a s t r o n g  d r i v e  
was  always a " c o n s i s t e n t  f a c t o r  i n  a n y t h i n g  I've ever done."  
Another f r e q u e n t l y  mentioned f a c t o r  was knowledge 
gained in s c h o o l  or a t h e r  c o u r s e s .  Only t h r e e  women e l a b o r -  
a';& sn ' this faceor dux-ing the i n t e r v i e w ,  They a i l ,  ment ioned 
t h a t  h a v i n g  t h e  d o c t o r a t e  was impor tan t  i n  opening d o o r s ,  and 
t h a t  it a l s o  l a b e l e d  one a s  be ing  competent  and knowledge- 
able, One of t h e  women s a i d  s h e  ga ined  m o s t  o f  h e r  t e c h n i -  
c a l  knowledge t h r o u g h  in fo rmal  c o n t a c t s  w i t h  o t h e r  p r o f e s -  
s i o n a l s .  
Having a  good p e r s o n a l i t y  was d i s c u s s e d  by f o u r  women 
d u r i n g  t h e  i n t e r v i e w .  They a l l  sugges ted  t h a t  b e i n g  s e n s i -  
t i v e  t o  p e o p l e  and t h e i r  needs d e f i n e d  a  good p e r s o n a l i t y .  
Each of  them f e l t  t h a t  b e i n g  a b l e  t o  a r t i c u l a t e  t h i s  s e n s i -  
t i v i t y  and  conveying a  t r u s t i n g  n a t u r e  t o  o t h e r s  had been 
e s p e c i a l l y  i m p o r t a n t  i n  t h e i r  c a r e e r s .  
The t h  m o s t  f r e q u e n t l y  mentioned f a c t o r  w a s  l u c k  o r  
f a t e .  A l l  of t h e  warten who d i s c u s s e d  t h i s  f a c t o r  s a i d  it 
was a  m a t t e r  o f  " b e i n g  a t  t h e  r i q h t  p l a c e  a t  t h e  r i g h t  
t i m e . "  One woman s a i d  s h e  never  made a  c o n s c i o u s  d e c i s i o n  
h e r  c a r e e r  u n t i l  r e c e n t l y .  Up t o  t h a t  p o i n t ,  s h e  had 
s i m p l y  r e s p o n d e d  to o p p o r t u n i t i e s  a s  they  came t o  h e r .  
An o b s e r v a t i o n  of t h e  i n t e r v i e w e r  must be added t o  t h e  
h e l p f u l  f a c t o r s  s u g g e s t e d  i n  t h e  q u e s t i o n n a i r e .  The e i g h t e e n  
women i n t e r v i e w e d  e x h i b i t e d  an e x c i t e m e n t  abou t  t h e i r  c a r e e r s ,  
w e r e  c o n s i d e r a t e ,  and had e x c e l l e n t  communication s k i l l s .  
They d e p i c t e d  a  ~ u ~ c e ~ ~ f u l  image. 
S i g n i f i c a n t  Others  
One o f  t h e  purposes  of t h i s  s t u d y  was t o  examine t h e  
i n f l u e n c e  o f  o t h e r  pe r sons  on t h e  l i v e s  and c a r e e r s  o f  women 
i n  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n .  The i n f l u e n c e  o f  t h e s e  
s i g n i f i c a n t  o t h e r s  d u r i n g  d i f f e r e n t  l i f e  s t a g e s  o f  t h e  women 
and t h e  i m p o r t a n c e  a f  t h e s e  p e r s o n s  i n  t h e  women's c a r e e r s  
were o f  p a r t i c u l a r  i n t e r e s t .  The women w e r e  asked t o  L i s t  
t h e  p e r s o n  o r  p e r s o n s  who had i n f l u e n c e d  them t h e  mast d u r i n g  
d i f f e r e n t  p e r i o d s  o f  t h e i r  l i v e s .  T a b l e s  18 th rough  2 0  l i s t  
t h e  mos t  i n f l u e n t i a l  p e r s o n s  i n  each of  t h e i r  l i f e  s t a g e s .  
T a b l e  18  r e p o r t s  i n f l u e n t i a l  pe r sons  a s  named by t h e  WOmen 
a d m i n i s t r a t o r s ,  T a b l e  1 9  r e p o r t s  i n f l u e n t i a l  p e r s o n s  a s  
named by Roman C a t h o l i c  nuns ,  and Table  20 i s  a  composi te  of 
t h e  two. The Roman C a t h o l i c  nuns d i d  n o t  d i f f e r  from t h e  
o t h e r  women i n  t h e  s t u d y  o t h e r  than  jn t h e  obv ious  f a c t  t h a t  
- - 
. . . . . . . . . . . . . . . . . .  
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t h e y  did n o t  l i s t  hushand o r  c h i l d r e n  as i n f l u e n t i a l  o t h e r s .  
The women w e r e  a l s o  asked t o  rank  t h e  t h r e e  p e r s o n s  who 
w e r e  most  i n f l u e n t i a l  i n  t h e i r  c a r e e r s .  The same i n d i v i d u a l s  
who were  s i g n i f i c a n t  o t h e r s  d u r i n g  d i f f e r e n t  l i f e  s t a g e s  
were a l s o  r a n k e d  a s  one of  t h r e e  i n f l u e n t i a l  p e r s o n s  i n  t h e  
women's c a r e e r s .  female t e a c h e r s  were l i s t e d  most f r e q u e n t l y  
as one of t h r e e  most i n f l u e n t i a l  pe r sons  i n  their c a r e e r s .  
Roman C a t h o l i c  nuns d i d  n o t  mention a female t e a c h e r  as fre-  
q u e n t l y  as t h e  o t h e r  women; however, t h e y  d i d  l i s t  female  
f r i e n d s  w i t h  g r e a t e r  f requency.  Roman C a t h o l i c  nuns d i d  n o t  
l i s t  t h e i r  f a t h e r  a s  an i n f l u e n t i a l  pe r son  i n  t h e i r  c a r e e r s ,  
n o r  d i d  t h e y  name a male boss  a s  a p o s i t i v e  i n f l u e n c e  on 
t h e i r  careers. (See  Table  2 1 , )  
P a r e n t s  
The women r e p o r t e d  on t h e  q u e s t i o n n a i r e  s u r v e y  t h a t  
b o t h  p a r e n t s  had  i n f l u e n c e d  them d u r i n g  each l i f e  s t a g e  
and t h a t  m o t h e r s  had a g r e a t e r  i n f l u e n c e  i n  e a r l y  c h i l d h o o d  
y e a r s .  Both p a r e n t s  were o f  e q u a l  i n f l u e n c e  on the women's 
careers. 
Dur ing  t h e  i n t e r v i e w s ,  t h e  women g e n e r a l l y  spoke o f  
t h e i r  p a r e n t s  i n  p o s i t i v e  terms. T h e i r  p a r e n t s  encouraged 
them, s u p p o r t e d  them, expec ted  them t o  a c h i e v e  and p r o v i d e d  
a n  a t m o s p h e r e  i n  which t h e  women could  deve lop  p o t e n t i a l  and 
r e c o g n i z e  t h e i r  own a b i l i t i e s .  For m o s t  of  t h e  women, 
"going on t o  c o l l e g e  was t h e  t h i n g  t o  d o . "  Many of t h e  
T&le  2 1  
Persons  I n f l u e n c i n g  Career  
Women 
Admin is t ra to r s /  
Women Roman C a t h o l i c  
Admin is t ra to r s  Nuns T o t a l  
P e r s o n  nC13) % 
n ( 5 )  % n ( I 8 )  % 
Female T e a c h e r  6 46.2 4 80.0 20 55 .6  
Mother 5 38.5 I 20.0 6 33 .3  
F a t h e r  5  38.5 0  0 - 0  5 27.8 
Male T e a c h e r  1 7.7 L 20.0 2  11.1 
Female F r i e n d  2  15.4 5 100.0 7 38.9  
Male F r i e n d  3 23.1 I 20.0 4 22.2 
Male Boss  5 38.5 0  0.0 5 27.8  
Female Boss  2 15.4 2 4 0 - 0  4 22.2 
Male B o s s  - 2 15.4 1 20.0 3 16.7 
Husband 1 7.7 0  0 .0  1 5 . 6  
Husband - 1 7.7 0  0.0 1 5 - 6  
Uncle  1 7.7 0  0 .0  1 5 . 6  
Aunt 1 7.7 0  0 .0  1 5.6 
Daughte r  1 7.7 0  0 .0  1 5 -6 
NOTE: Ranking was de te rmined  by t h e  number of women who c i t e d  each  
p e r s o n  as one of t h r e e  most i n f l u e n t i a l  i n  their c a r e e r .  The 
symbol ( - 1  behind t h e  i n f l u e n t i a l  pe r son  indicates a negative 
i n f l u e n c e .  
women s a i d  t h e i r  mothers were good r o l e  models,  gave them 
s t r o k e s ,  and w e r e  s u p p o r t i v e  i n  t a l k i n g  about  c a r e e r  o p t i o n s .  
One of t h e  women s a i d  h e r  mother was h e r  " b i g g e s t  f a n .  " 
Four  o f  t h e  women sa id  t h e i r  p a r e n t s  were a  n e g a t i v e  
i n f l u e n c e  i n  t h e i r  e a r l y  y e a r s .  One of t h e  women s a i d ,  "My 
f a t h e r  was a  d i c t a t o r  and my mother was s u b s e r v i e n t  and sub- 
m i s s i v e .  I d i d n ' t  want t o  l i v e  t h e  way my mother had l i v e d .  
I n e v e r  wanted t o  be  t h a t  dependent on ano the r  pe r son . "  
Another  woman though t  he r  mother had " i n t e r n a l i z e d  h e r  
v a l u e s "  i n  o r d e r  t o  keep peace w i t h  h e r  husband. The woman 
has s i n c e  come t o  unders tand h e r  mother and f e e l s  t h a t  h e r  
mother  " c o n t i n u e s  t o  be a  most impor tan t  i n f l u e n c e  because  
o f  t h e  v e r y  s t r o n g  i n f l u e n c e  e a r l i e r . ' V n e  woman r e p o r t e d ,  
"My f a t h e r  t r e a t e d  my mother l i k e  an i d i o t  even though my 
mother  was v a l e d i c t o r i a n  i n  t h e  same c l a s s  a s  my f a t h e r .  
Mother w a s  a v i c t i m ,  n o t  a  r o l e  model, when I w a s  a c h i l d .  
I d i d  n o t  want  t o  marry someone l i k e  my f a t h e r  because  I 
d i d n ' t  want t o  be  i n  a  marr iage  l i k e  my m o t h e r ' s .  I d i d  
n o t  want  my own a b i l i t i e s  submerged." 
A few o f  t h e  women s a i d  t h e r e  had been a l a c k  of  money 
d u r i n g  t h e i r  ch i l dhood ,  and t h a t  had encouraged them t o  make 
e d u c a t i o n a l  and c a r e e r  cho ices  which would g i v e  them f i n -  
a n c i a l  s e c u r i t y .  
8 4  
~eacher~--High School  and C o l l e g e  
Female t e a c h e r s  were t h e  most i n f l u e n t i a l  people i n  
t h e  careers o f  t h e  Wxnen. (See Table  21.) M a k  t e a c h e r s  
w e r e  men t ioned  t w i c e  by the women a s  b e i n g  i n f l u e n t i a l  i n  
t h e i r  careers. One of t h e  males was r e p o r t e d  t o  have  i n f l u -  
e n c e d  the woman i n  high s c h o o l  by encouraging h e r  i n  a 
s p e c i f i c  course of s t u d y ,  She dec ided  a t  that t i m e  t o  major 
i n  t k a k  s u b j e c t  in c o l l e g e ,  The o t h e r  m a l e  mentioned was a 
g r a d u a t e  faculty a d v i s e r  who opened d o o r s  f o r  h e r  and 
promoted h e r  aceompfishments  among h i s  c o l l e a g u e s .  
Female teachers ,  both  h igh  s c h o o l  and c o l l e g e ,  were 
m e n t i o n e d  i n  t h e  i n t e r v i e w s  a s  p r o v i d i n g  a d v i c e ,  c o u n s e l ,  
support, encouragement  and o p p o r t u n i t i e s .  One woman s a i d  
that o n e  of h e r  female c o l l e g e  p r o f e s s o r s  "demanded p r o f e s -  
s i o n a l  work and had a  h igh  l e v e l  o f  e x p e c t a t i o n , "  'This had 
i n f l u e n c e d  the woman's d e c i s i o n  t o  do  g radua te  work. 
A n o t h e r  woman r e p o r t e d  t h a t  h e r  on ly  s u p p o r t  f o r  c o m p l e t i n g  
her d o c t o r a t e  w a s  from a female  c o l l e g e  f a c u l t y  member .  
Several women s a i d  t h a t  a female h i g h  s c h o o l  t e a c h e r  was 
the f i r s t  p e r s o n  i n  t h e i r  l i f e  t o  " t o t a l l y  a f f i r m "  them. 
A f e m a l e  high s c h o o l  t e a c h e r  "saw p o t e n t i a l  i n  m e  and i n -  
f l u e n c e d  my l i f e  p h i l o s o p h y , "  accord ing  t o  one of  t h e  women. 
T e a c h e r s  were  n o t  c o n s i d e r e d  by any of  t h e  women t o  b e  
a n e g a t i v e  i n f l u e n c e .  The women i n t e r v i e w e d  g e n e r a l l y  spoke 
of high s c h o o l  t e a c h e r s  a s  i n f l u e n t i a l  i n  giving t h e  women 
s e l f - c o n f i d e n c e  and a f f i r m a t i o n  w h i l e  t h e  c o l l e g e  faculty 
provided o p p o r t u n i t i e s  and v i s i b i l i t y .  
Peers and Suppor t  Groups 
Female f r i e n d s / p e e r s  w e r e  considered t o  be t h e  second 
most i n f l u e n t i a l  people i n  the women's c a r e e r s .  Four o f  t h e  
w o m e n  i n t e r v i e w e d  s a i d  t h e i r  female peers  w e r e  i n f l u e n t i a l  
i n  p r o v i d i n g  s t a b i l i t y  and a concern f o r  t h e i r  w o r k ,  One 
of t h e  women s a i d  "she cared  enough t o  be c r i t i ca l  of my 
a b i l i t i e s .  " Another woman s a i d  it was important  t o  have a  
pe r son  who l i s t e n e d  and pu t  t h i n g s  i n t o  p e r s p e c t i v e .  Many 
of t h e  women i n d i c a t e d  t h a t  t h e s e  female f r i e n d s  had h igh  
e x p e c t a t i o n s  for  them and encouraged them t o  do d i f f e r e n t  
t h i n g s .  Female f r i e n d s  a l s o  o f f e r e d  t h e  women an opportun- 
i t y  to m e e t  a t h e r  people i n  d i f f e r e n t  i n s t i t u t i o n s  and f i e l d s .  
Two of t h e  women mentioned formal o r  in formal  suppor t  
g roups  t o  which they belonged. These suppor t  groups 
( r e f e r r e d  t o  by same a s  "old  g i r l  networks") se rved  a s  
s o u r c e s  o f  encouragement and p l easu re  a s  w e l l  a s  p r o f e s s i o n a l  
c o n t a c t s .  One woman s a i d  she f e l t  t h e  suppor t  groups were 
i m p o r t a n t  i n  p reven t ing  o t h e r s  from making t h e  same mis takes  
others had made. She a l s o  f e l t  t h e s e  suppor t  groups could  
be h e l p f u l  in provid ing  p ro fe s s iona l  mob i l i t y .  Gene ra l ly ,  
t h e  women in t e rv i ewed  seemed t o  enjoy and seek o u t  o t h e r  
females p r o f e s s i o n a l l y ,  s o c i a l l y  and a s  f r i e n d s .  
Four o f  t h e  women ind ica t ed  t h a t  male f r i e n d s  had been 
i n f l u e n t i a l  i n  their c a r e e r s .  The males were s a i d  t o  be 
h e l p f u l  i n  t a l k i n g  abou t  c a r e e r  moves and i n  p r o v i d i n g  them 
w i t h  " s e l f - c o n f i d e n c e  i n  t h e i r  a b i l i t y  t o  do  t h e  job." 
The 
m a l e s  w e r e  h e l p f u l  t o  the women by "showing them t h e  ropes" 
in g r a d u a t e  school and i n  t h e  u n d e r s t a n d i n g  o f  t h e  academic 
h i e r a r c h y .  
B o s s e s  
 he women's bosses  had a s t r o n g  i n f l u e n c e  on  their 
careers. 
~ h r e e  o f  t h e  women s a i d  t h e i r  male b o s s e s  had pro-  
v i d e d  them w i t h  o p p o r t u n i t i e s  and r e s p o n s i b i l i t i e s  and had  
e x p e c t e d  them to  d o  w e l l  i n  a v a r i e t y  of a r e n a s .  Two o f  t h e  
women s a i d  t h e i r  male b o s s e s  had " e x p l a i n e d  t h e  h idden  
agenda" and " t a u g h t  m e  t o  be p o l i t i c a l l y  savvy ."  One of t h e  
g r e a t e s t  i n f l u e n c e s  mentioned by women was t h e  exposure  t o  
power and t h e  e x p e c t a t i o n  from t h e i r  b o s s e s  t h a t  t h e y  c o u l d  
move u p  i n  t h e  academic wor ld .  
Female b o s s e s  had s i m i l a r  i n f l u e n c e s  on t h e  women. 
TWO women ment ioned  t h a t  women bosses  had he lped  them s e c u r e  
t h e i r  p r e s e n t  p o s i t i o n s ,  had w r i t t e n  le t ters  o f  recommenda- 
t i o n ,  and had  nominated them f o r  o t h e r  p o s i t i o n s .  One o f  
t h e  women s a i d  h e r  female  boss  had " t a u g h t  h e r  t h e  a p p r o p r i -  
a t e  b e h a v i o r  in academe." Ear ly  i n  t h e  c a r e e r  of  one woman, 
h e r  f e m a l e  b o s s  w a s  a r o l e  model: "She was someone I wanted 
t o  be like." TWO women s a i d  t h e i r  female b o s s e s  had become 
their f r i e n d s  and h e l p e d  them i n  t h e  same way as a f r i e n d .  
T h i s  was p a r t i c u l a r l y  t r u e  i n  i n t r o d u c i n g  them to o t h e r s  in 
t h e i r  f i e l d .  One female  boss  was mentioned a s  h a v i n g  exposed 
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t h e  woman t o  p r o f e s s i o n a l  o r g a n i z a t i o n s ,  t h u s  g i v i n g  her 
v i s i b i l i t y  among o t h e r  p r o f e s s i o n a l s ,  
T h r e e  women s a i d  t h e i r  male b o s s e s  w e r e  a n e g a t i v e  
i n f l u e n c e  d u r i n g  their c a r e e r s .  One woman sa id  h e r  b o s s  
g a i n e d  power by  c o e r c i o n  and d i d  n o t  assume a l e a d e r s h i p  
role .  She s a i d  t h i s  "made h e r  f e e l  t h a t  t h e r e  must  be a 
b e t t e r  w a y  t o  a d m i n i s t e r . "  Another woman s a i d  h e r  male  
b o s s  c a u s e d  h e r  t o  l e a v e  t e a c h i n g  and t h u s  re-assess h e r  
f u t u r e .  None of t h e  women i n d i c a t e d  a  n e g a t i v e  i n f l u e n c e  
f r o m  a  f e m a l e  b o s s .  
Husbands 
E i g h t  women i n  t h i s  s t u d y  were m a r r i e d ,  d i v o r c e d ,  o r  
widowed. Only two s a i d  t h e i r  husbands w e r e  i n f l u e n t i a l  i n  
t h e i r  c a r e e r s ,  and one of  them s a i d  t h e  i n f l u e n c e  w a s  nega- 
t i v e ,  Four  of t h e  women s a i d  t h a t  when t h e y  w e r e  between 
the a g e s  o f  t w e n t y - t h r e e  and twen ty -e igh t ,  t h e i r  husbands  
w e r e  i n f l u e n t i a l .  
One woman s a i d  her husband was c e n t r a l  t o  h e r  l i f e  and 
c a r e e r ,  H e  was a p o s i t i v e ,  s u p p o r t i v e ,  encourag ing  f i g u r e  
i n  a l l  f a c e t s  of  h e r  l i f e .  Another woman s a i d  h e r  husband 
had  e n c o u r a g e d  h e r  t o  g e t  a s  much e d u c a t i o n  a s  p o s s i b l e  so  
t h a t  s h e  c o u l d  have  a 8'meanFngful l i f e  of h e r  own." 
The woman who f e l t  h e r  husband ' s  i n f l u e n c e  was n e g a t i v e  
s a i d ,  "We d i d  n o t  unders tand  my need t o  be p r o f e s s i o n a l  and 
was t h r e a t e n e d  by my academic p u r s u i t s .  H e  c o u l d  n o t  accept 
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t h e  amount o f  t i m e  I s p e n t  on t h e  j o b . "  One o f  t h e  s i n g l e  
women s a i d ,  " a  c o l l e g e  woman a d m i n i s t r a t o r  would have  t o  
h a v e  a m i g h t y  s e c u r e  mate. H e  would have t o  be competent  
and w e l l  e d u c a t e d .  " A d i v o r c e d  woman s a i d ,  " ~ i v o r c e  gave  
m e  i n d e p e n d e n c e - i t  was a  f r e e i n g  e x p e r i e n c e . "  
c h i l d r e n  
The f i v e  women i n  t h i s  s t u d y  who had c h i l d r e n  s a i d  
t h e y  h a d  b e e n  p o s i t i v e l y  i n f l u e n c e d  by t h e i r  c h i l d r e n .  
"Even though  young c h i l d r e n  can l i m i t  your  a c t i v i t i e s ,  t h e y  
are v e r y  s u p p o r t i v e  through d i f f i c u l t  t i m e s , "  a c c o r d i n g  t o  
one woman. Another  woman s a i d  h e r  c h i l d r e n  w e r e  a  s t a b i l -  
i z i n g  i n f l u e n c e  and gave h e r  l i f e  t h e  n e c e s s a r y  "down t o  
e a r t h  q u a l i t y . "  She a l s o  s a i d  t h e i r  s u p p o r t  " f a r  outweighed 
any i n c o n v e n i e n c e . "  One woman s h a r e d  i n f o r m a t i o n  a b o u t  h e r  
c a r e e r  w i t h  h e r  c h i l d r e n .  She took them on v i s i t s  t o  t h e  
r e s i d e n c e  h a l l s  and t o  o t h e r  campus e v e n t s .  "They w e r e  my 
best c h e e r i n g  s e c t i o n . "  
One woman w i t h o u t  c h i l d r e n  s a i d  s h e  f e l t  it was h a r d e r  
f o r  a m a r r i e d  woman w i t h  a  f ami ly  t o  be  a s  p r o f e s s i o n a l l y  
i n v o l v e d  a s  a  s i n g l e  pe r son .  " I t ' s  good t h a t  t h i s  h a s  
changed i n  terms of a c c e p t a n c e ,  though it is s t i l l  h a r d  f o r  
women t o  manage." One woman recommended t h a t  women who w e r e  
c o n s i d e r i n g  b o t h  a  c a r e e r  and fami ly  shou ld  e s t a b l i s h  a work 
r e p u t a t i o n  b e f o r e  having c h i l d r e n .  
89 
 ent tors 
One of t h e  purposes  of this s t u d y  was t o  examine t h e  
i n c i d e n c e ,  s i g n i f i c a n c e  and n a t u r e  o f  mentoring i n  t h e  l i v e s  
of women i n  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n .  While t h e  
of t h e  q u e s t i o n n a i r e  su rvey  and i n t e r v i e w s  i n d i c a t e d  
t h a t  h a v i n g  a role  model o r  mentor was n o t  one o f  t h e  f i v e  
i m p o r t a n t  f a c t o r s  i n  t h e i r  c a r e e r  development,  it was one  of  
t h e  t o p  s i x -  
  he f i n d i n g s  from t h e  q u e s t i o n n a i r e  su rvey  i n d i c a t e  
t h a t  7 8  p e r c e n t  o f  t h e  women had been a s s i s t e d  by a s p o n s o r  
o r  m e n t o r  i n  t h e i r  c a r e e r s .  Over 9 4  p e r c e n t  o f  t h e  women 
s a i d  t h e y  h a d  a c t e d  a s  a  mentor fo r  one o r  more p e r s o n s ,  and 
89  p e r c e n t  s a i d  t h e y  would a c t  a s  a  mentor f o r  one o r  more 
p e r s o n s  i n  t h e  f u t u r e .  A t o t a l  of  89 p e r c e n t  o f  t h e  women 
agreed t h a t  h a v i n g  a  mentor is h e l p f u l  t o  a young woman be- 
g i n n i n g  h e r  c a r e e r .  (See Tab le  2 2 . )  
The i n t e r v i e w s  r e v e a l e d  t h a t  t h e  women had p rov ided  
s e v e r a l  k i n d s  o f  mentor ing  a s s i s t a n c e .  The most f r e q u e n t l y  
m e n t i o n e d  was encouragement .  "I c o n s c i o u s l y  look a t  younger 
c o l l e a g u e s  f o r  a d m i n i s t r a t i v e  p o t e n t i a l .  I encourage  them 
t o  d e v e l o p  t h e i r  a b i l i t i e s . "  Another comment was t h a t  w e  
need t o  t e l l  a n o t h e r  human be ing  t h a t  t h e y  a r e  "worth it'' 
and t h a t  t h e r e  a re  no l i m i t s  t o  achievement.  One woman s a i d  
she a l w a y s  t r i e s  t o  encourage young women t o  f u r t h e r  t h e i r  
e d u c a t i o n .  
Table 22 
Spnso rhg /Men to r ing  Expxiences and A t t i t u d e s  
Past Bmerience with 
Sponsor /Mentor 
Had 1 or mre sponsor/ 
mtor 
1 mle 2 15.4 1 20.0 3 16.7 
1 female 1 7.7 0 0.0 L 5.6 
2 or more males 5 38.5 0 0.0 5 27.8 
2 or mre females 0 0.0 0 0.0 0 0.0 
2 or  mre m1es & 
Totals 13  l O O , O  5 100.0 l 8 100.0 
Ekprience as a M t o r  
for Others 
Acted as mentor for 
1 or lmre persons 
1 m1e 1 7.7 0 0 ,0  1 5 - 6  
1 f m l e  1 7.7 2 40.0 3 16.7 
2 or mre mles 0 0.0 0 0 - 0  0 0.0 
2 or mre fema le s  4 30.8 1 20.0 5 27.8 
2 or mre males & 
fernales - 6 46.2 - 2 40.0 8 - 44-4  -
1 2  92.3 5 100.0 17 94.4 
Totals 
9 1  
Table 22 (continued) 
wfm2l-l 
Administrators/  
w(Xn3-i Roman Catholic 
Admirustrators  N u n s  T o t a l  
W i l l  act as a m t o r  
for 1 or mre per sons  
- 
1 male  1 7.7 0 0.0 
1 £ a l e  0 
1 5.6 
0.0 0 0.0 0 
0 
0.0 
2 or more males 0.0 0 0.0 0 0.0 
3 2 or mre £ m a l e s  7.7 o 0.0 i 5.6 
2 or mre males & 
females  
W i l l  not act as a 
=tor f o r  others 0 0.0 1 20.0 1 5.6 
T o t a l s  13  100.0 5 100.0 1 8  LOO. 0 
Having one or mre s p n s o r s / m e n t o r s  is helpful. 
"ccs a young ianan beginning a career 
Attitude 
A g r e e  or s t r o n g l y  
agree 
S t r o n g l y  agree 8 61.5 3 60.0 11 61.1 
Agree - 3 23.1 - 2 40.0 - 5 27.8 
11 84-6 5 100.0 15 88.9 
Undecided 2 15.4 0 0.0 2 11.1 
Disagree or s t r o n g l y  
disagree 
Disagree 0 0.0 0 0.0 0 0.0 
S v o n g l y  disagree - o _ _ _ _  0.0 0 0.0 - 0 0.0 
0,0 0 -  - 0 0.0 0 - 0.0 - 
Total .  s 13  100.0 5 100.0 18 100.0 
- 
 he second  most f r equen t ly  mentioned kind of a s s i s t a n c e  
~ f f e r e d  was p rov id ing  o p p o r t u n i t i e s  and r e s p o n s i b i l i t i e s .  
The women a s s i g n e d  proteges  r e s p o n s i b i l i t i e s  and "brought  
them i n t o  t h e  decision-making, po l i cy  formation process . "  
One woman s a i d  s h e  thought it was important  t o  h e l p  
p r o t e g e s  unders tand  t h e  system and t o  teach  them how t o  
behave e t h i c a l l y .  
Advice and counsel  was another  f r equen t ly  mentioned 
form o f  a s s i s t a n c e .  The women s a i d  they l i s t e n e d  t o  t h e  
p r o t e g e s ,  he lped  them i d e n t i f y  op t ions ,  and provided sug- 
g e s t i o n s  and advice .  "I t r y  t o  he lp  them th ink  about  a l l  
p o s s i b i l i t i e s  and g e t  beyond s te reo typed  r o l e s . "  Other 
k i n d s  o f  a s s i s t a n c e  mentioned were r o l e  modeling, f r i e n d s h i p ,  
exposu re  t o  people  who could he lp  and teach ing  them about  
a d m i n i s t r a t i v e  work. 
One woman s a i d  t h a t  she wasn ' t  s u r e  what a mentor was, 
however, s h e  added,  " I t  seems t o  me some people ' a c t '  a s  
mentors  f o r  t h e  feedback they seek.  Maybe t h a t ' s  t o o  ha r sh .  
Even t h o s e  people  who k a t e d '  f o r  me f e l l  i n t o  two groups-- 
t h o s e  who focused  on my growth, and those  who focused on 
what t h e y  - were doing f o r  me--they (mentors) bask in the 
g l o r y  o f  t h e i r  p ro t eges .  
Importance of Mentors t o  a Young Woman 
None o f  t h e  women d isagreed  w i t h  t h e  i dea  t h a t  a 
mentor was impor tan t  t o  a young woman beginning he r  c a r e e r ,  
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two were undecided. One woman suggested that men- 
tors were equally important for young men beginning a 
career; however, "It is an accepted fact that there is 'an 
old boy network' working for young men. " She felt that 
women must have an ''old boy" get them into the "old boy 
network. " 
Young women need to have role models who will openly 
share their experiences. personally and professionally, 
according to two of the women. One woman felt that women 
need to have their confidence built up through 'mentoring 
feedback." "Unfortunately you canlt just g e t  by on your 
credentials; you need to know someone who can help you." 
Two women commented that mentoring might help, but it wasn't 
necessary. "Mentoring can be enveloping. Hopefully, a 
woman could have several mentors to broaden her scope." 
One woman believed that one should outgrow one's need 
for a mentor. "From mid-career on, I think this 'singling 
out' of person or persons is not really applicable. Career 
choices become much more planned; require deliberate appli- 
cation such as requesting nomination support and letters of 
recommendation. And anyway, it's high time to take 
responsibilityl" 
Another woman gave her perspective on the res~onsibilit~ 
that women have to help other women- "I believe that the true 
feminist pasition is that women need to work with other 
women; they need to support and trust each ather," she said' 
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" ~ t  b e s t ,  women a d m i n i s t r a t o r s  who a r e  s e n s i t i v e  t o  
women's i s s u e s  c a n  make an enormous d i f f e r e n c e  i n  r a i s i n g  
t h e  c o n s ~ i o u s n e s s  o f  men i n  a d m i n i s t r a t i o n .  i n  c r e a t i n g  a 
env i ronment  f o r  women f a c u l t y  and s t u d e n t s  , and 
i n  u n d e r s t a n d i n g  s u b s t a n t i v e  i n i t i a t i v e s  t o  make p o l i c i e s  
and p rograms  r e s p o n s i v e  t o  women's concerns .  '' 
Summary o f  F ind ings  
The m a j o r i t y  o f  t h e  women were o v e r  fo r ty - two  y e a r s  
o f  a g e ,  ~ a u c a s i a n ,  f i r s t - b o r n  c h i l d  o r  f i r s t - b o r n  d a u g h t e r ,  
c u r r e n t l y  n o t  m a r r i e d ,  and had a d o c t o r a t e .  The m a j o r i t y  
w e r e  employed i n  p r i v a t e  four-year  i n s t i t u t i o n s  and had been 
i n  t h e i r  c u r r e n t  p o s i t i o n  f o r  f i v e  o r  fewer y e a r s .  Over 
o n e - t h i r d  o f  t h e  women were employed a s  t h e  c h i e f  s t u d e n t  
l i f e  o f f i c e r  w i t h  t h e  n e x t  most f r e q u e n t  p o s i t i o n  b e i n g  t h e  
c h i e f  academic  o f f i c e r .  
The women s e l e c t e d  a s  t h e  most i m p o r t a n t  f a c t o r s  i n  t h e  
deve lopment  o f  t h e i r  c a r e e r s ,  be ing  competent ,  hav ing  
s t r o n g  d r i v e  and  d e t e r m i n a t i o n ,  knowledge ga ined  i n  s c h o o l  
o r  o t h e r  c o u r s e s ,  hav ing  a  good p e r s o n a l i t y ,  and l u c k  o r  
f a t e ,  
Female  t e a c h e r s  were t h e  most i n f l u e n t i a l  p e o p l e  i n  
t h e  careers o f  t h e  women. The second most i n f l u e n t i a l  p e o p l e  
w e r e  f e m a l e  f r i e n d s  and t h e  n e x t  most f r e q u e n t l y  mentioned 
i n f l u e n t i a l  i n d i v i d u a l s  were p a r e n t s  and male b o s s e s .  
Over t h r e e - f o u r t h s  of  t h e  women had been a s s i s t e d  by a 
sponsor or mentor in their careers. Near ly  a l l  the 
women--89 percent--indicated they had acted as mentors in 
the past and would act as mentors in the future. A t o t a l  
of 89  percent  of t h e  women agreed t h a t  having a mentor is 
h e l p f u l  tc a young woman beginning a career. 
CHAPTER F I V E  
Summary. Conclusions, Implications, and 
Recommendations 
The Problem 
The purpose of this study was to examine the signifi- 
cance and influence of other persons on the lives and 
careers of women in higher education administration. In 
addition, the personal and professional characteristics of 
these women were profiled. Problems and obstacles encountered 
in their career were also identified. 
Summary 
The eighteen women surveyed and interviewed in this 
study were the respondents of a total population of twenty- 
two women in senior-level administrative positions in 
higher education in Iowa. The personal background of the 
women was as follows. The majority of the women were over 
forty-two years of age, Caucasian, the first-born child or 
first-born daughter, currently not married, and had a 
doctorate, 
The majority of the women were employed in private 
four-year institutions and had been in their current position 
for five or fewer years. The first administrative experience 
for the majority of the women was before age forty and the 
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~ u r r e n t  s a l a r y  f o r  t h e  m a j o r i t y  was less t h a n  $30 ,000 .  
Over  o n e - t h i r d  o f  t h e  women were employed a s  t h e  c h i e f  
s t u d e n t  l i f e  o f f i c e r  w i t h  t h e  n e x t  most f r e q u e n t  p o s i t i o n  
b e l n g  t h e  chief academic  o f f i c e r .  
The  method  by which t h e  m a j o r i t y  o f  t h e  women s e l e c t e d  
t h e i r  careers i n  h i g h e r  e d u c a t i o n  a d m i n i s t r a t i o n  was a c c i -  
d e n t a l  r a t h e r  t h a n  p r e p l a n n e d ,  and t h e  m a j o r i t y  o f  t h e  women 
a l s o  s a i d  t h e y  f i r s t  d e c i d e d  upon a c a r e e r  i n  h i g h e r  educa-  
t i o n  a d m i n i s t r a t i o n  d u r i n g  t h e i r  f i r s t  a d m i n i s t r a t i v e  
a s s i g n m e n t .  The career p a t t e r n  fo l lowed  by o v e r  7 0  p e r c e n t  
o f  t h e  women was a l i f e t i m e  c o n t i n u o u s  (employed c o n t i n u o u s l y ,  
no  c o m b i n a t i o n  o f  employment and f a m i l y )  p a t t e r n .  
The m a j o r i t y  o f  t h e  women were s a t i s f i e d  w i t h  t h e i r  
choice o f  higher e d u c a t i o n  a d m i n i s t r a t i o n  a s  a  c a r e e r  and 
s a i d  t h a t  t h e  o p p o r t u n i t y  t o  c o n t r i b u t e  t o  t h e  l i v e s  of 
young p e o p l e  w a s  t h e  most  s a t i s f y i n g  a s p e c t  o f  t h e i r  c a r e e r .  
Some o f  t h e  l e a s t  s a t i s f y i n g  t h i n g s  i n  t h e i r  c a r e e r s  were 
l a c k  o f  t i m e  t o  m e e t  g o a l s ,  l a c k  o f  p e r s o n a l  t i m e ,  b u d g e t  
p r o b l e m s ,  a n d  e x p e r i e n c e s  o f  i n e q u a l i t y  because  o f  g e n d e r .  
The t w o  mos t  f r e q u e n t l y  c i t e d  o b s t a c l e s  e n c o u n t e r e d  i n  
t h e i r  c a r e e r s  w e r e  male and f ema le  co-worker r e s e n t m e n t .  
Women a d m i n i s t r a t o r s  a l s o  f r e q u e n t l y  c i t e d  h a v i n g  c h i l d r e n  
o r  o t h e r  f a m i l y  r e s p o n s i b i l i t i e s  a s  an o b s t a c l e  i n  t h e i r  
Careers. 
The  f i v e  f a c t o r s  r anked  by t h e  women, from a l i s t  of  
s e v e n t e e n ,  a s  b e i n g  most  h e l p f u l  i n  t h e  development  o f  t h e i r  
c a r e e r s  w e r e  b e i n g  competent ,  having s t r o n g  d r i v e  and d e t e r -  
m i n a t i o n ,  knowledge gained i n  schoo l  o r  o t h e r  c o u r s e s .  
h a v i n g  a  good p e r s o n a l i t y ,  and luck  o r  f a t e .  
The i n f l u e n c e  of  s i g n i f i c a n t  o t h e r s  d u r i n g  d i f f e r e n t  
l i f e  s t a g e s  of t h e  women and t h e  importance of t h e s e  p e r s o n s  
i n  t h e  women's c a r e e r s  were of p a r t i c u l a r  i n t e r e s t .  During 
t h e  e a r l y  c h i l d h o o d  y e a r s ,  p a r e n t s  had t h e  g r e a t e s t  i n f l u -  
e n c e ,  w i t h  t h e  mothers  b e i n g  t h e  most i n f l u e n t i a l .  Between 
t h e  a g e s  o f  t w e l v e  and twenty-two t h e  g r e a t e s t  i n f l u e n c e  on 
t h e i r  l i v e s  w e r e  female t e a c h e r s .  During t h e  ages  o f  
I 
e i g h t e e n  t h r o u g h  f o r t y - f o u r ,  t h e  g r e a t e s t  i n f l u e n c e  i n  t h e i r  1 
l i v e s  w e r e  f e m a l e  f r i e n d s .  
Female  t e a c h e r s  were t h e  most i n f l u e n t i a l  peop le  i n  
t h e  careers of the women. The second most i n f l u e n t i a l  
p e o p l e  i n  t h e  c a r e e r s  of  t h e  women were female f r i e n d s .  The 
n e x t  m o s t  f r e q u e n t l y  mentioned i n f l u e n t i a l  i n d i v i d u a l s  w e r e  
p a r e n t s  and male  b o s s e s .  6 
While  t h e  r e s u l t s  of  q u e s t i o n n a i r e  survey and i n t e r v i e w s  
i n d i c a t e d  t h a t  h a v i n g  a r o l e  model o r  mentor was n o t  one of 
t h e  f i v e  i m p o r t a n t  f a c t o r s  i n  t h e i r  c a r e e r  development ,  
h a v i n g  a r o l e  model o r  mentor was one of t h e  t o p  s i x .  The 
r e s u l t s  o f  t h e  q u e s t i o n n a i r e  survey i n d i c a t e d  t h a t  over 
t h r e e - f o u r t h s  of  t h e  women had been a s s i s t e d  by a sponsor  o r  
mentor  i n  t h e i r  c a r e e r s .  Only one of t h e  women i n d i c a t e d  
s h e  d i d n ' t  know if s h e  had a c t e d  a s  a  mentor for one o r  
persons. ~ 1 1  the o t h e r  women S a i d  they  had served as a 
m e n t o r  a n d  89 P e r c e n t  s a i d  t h e y  would a c t  as a mentor  f o r  
o n e  or m a r e  p e r s o n s  i n  t h e  f u t u r e .  of $9 p e r c e n t  
of t h e  women a g r e e d  t h a t  having a mentor i s  h e l p f u l  t o  a 
young woman b e g i n n i n g  h e r  c a r e e r .  
Conclus ions  
~ o n c l u s i o n s  from t h e  s t u d y  a r e  summarized a s  f a l l o w s :  
1. The m a j o r i t y  178 p e r c e n t )  of  t h e  women employed a s  
a d m i n i s t r a t o r s  i n  t h i s  s t u d y  w e r e  i n  p r i v a t e  i n s t i t u t i o n s  o f  
higher e d u c a t i o n .  There  was only one woman employed i n  an 
area community c o l l e g e  who met t h e  c r i t e r i a  f o r  t h i s  s t u d y .  
2 .  O v e r  t h r e e - f o u r t h s  of t h e  women began t h e i r  c a r e e r s  
i n  higher e d u c a t i o n  a d m i n i s t r a t i o n  a c c i d e n t a l l y ,  as opposed 
t o  d e f i n i t i v e  p l a n n i n g .  
3 ,  The m a j o r i t y  o f  women were n o t  c u r r e n t l y  m a r r i e d  
and h a d  b e e n  employed con t inuous ly  d u r i n g  t h e i r  l i f e t ime .  
Be ing  s i n g l e  a p p a r e n t l y  p r e v e n t s  c a r e e r  i n t e r r u p t i o n s  which 
may be d u e  t o  f a m i l y  r e s p o n s i b i l i t i e s .  
4 .  Female and male co-worker resentment  were t h e  two 
most  f r e q u e n t l y  c i t e d  o b s t a c l e s  i n  t h e  women's c a r e e r s .  
Women a d m i n i s t r a t o r s  i n d i c a t e d  t h a t  having c h i l d r e n  or o t h e r  
f a m i l y  r e s p o n s i b i l i t i e s  were e q u a l l y  impor tan t  o b s t a c l e s .  
5 .  T h e  most  f r e q u e n t l y  mentioned f a c t o r s  t h a t  were 
h e l p f u l  i n  t h e  women's c a r e e r  development were being compe- 
t e n t ,  h a v i n g  s t r o n g  d r i v e  and d e t e r m i n a t i o n  and knowledge 
g a i n e d  i n  s c h o o l  o r  o t h e r  c o u r s e s .  
6 .  Female t e a c h e r s  were t h e  most i n f l u e n t i a l  peop le  in 
t h e  deve lopment  o f  t h e  c a r e e r s  o f  t h e  women surveyed.  
 male f r i e n d s  were t h e  n e x t  most i n f l u e n t i a l  i n d i v i d u a l s .  
7 .  The m a j o r i t y  of  t h e  women had been a s s i s t e d  by a  
s p o n s o r  o r  m e n t o r .  had a c t e d  a s  a  mentor f o r  one o r  more 
p e r s o n s ,  a n d  would a c t  a s  a mentor f o r  one o r  more p e r s o n s  
i n  t h e  f u t u r e .  The women were i n  agreement t h a t  hav ing  a 
m e n t o r  i s  h e l p f u l  t o  a  young woman beginning h e r  c a r e e r .  
I m p l i c a t i o n s  
  he f i n d i n g s  o f  t h e  s t u d y  have i m p l i c a t i o n s  f o r  h i g h e r  
e d u c a t i o n  a d m i n i s t r a t o r s ,  f a c u l t y ,  c o u n s e l o r s ,  women who 
a s p i r e  t o  a d m i n i s t r a t i v e  p o s i t i o n s  i n  h i g h e r  e d u c a t i o n ,  and 
t h e  g o v e r n i n g  b o d i e s  of  h i g h e r  e d u c a t i o n  i n s t i t u t i o n s .  
A d m i n i s t r a t o r s  and governing bod ies  of  h i g h e r  e d u c a t i a n  
i n s t i t u t i o n s  s h o u l d  be more a f f i r m a t i v e  i n  t h e i r  s u p p o r t  and 
encouragement  o f  women i n  a d m i n i s t r a t i o n  and i n  a c t i v e l y  
s e a r c h i n g  f o r  women f o r  a d m i n i s t r a t i v e  p o s i t i o n s .  T h i s  i s  
p a r t i c u l a r l y  t r u e  i n  p u b l i c  i n s t i t u t i o n s  and most s p e c i f i -  
c a l l y  i n  t h e  a r e a  community c o l l e g e s .  
A d m i n i s t r a t o r s  shou ld  promote a p o s i t i v e  a t t i t u d e  and 
work e n v i r o n m e n t  f o r  women a d m i n i s t r a t o r s .  I n s t i t u t i o n s  
s h o u l d  b e  more s e n s i t i v e  t o  fami ly  needs a s  t h a t  impacts  on 
an  a d m i n i s t r a t o r ,  p a r t i c u l a r l y  t h e  female a d m i n i s t r a t o r  
s i n c e  s h e  s t i l l  seems t o  b e a r  t h e  primary r e s p o n s i b i l i t y  f o r  
c h i l d r e n  and homemaking, 
I n s t i t u t i o n s  shou ld  a c t i v e l y  s e a r c h  f o r  and employ more 
women f a c u l t y  members, s i n c e  female f a c u l t y  were t h e  most 
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i n f l u e n t i a l  in the  c a r e e r  development of t h e  women in t h e  
s t u d y .  
 ale f a c u l t y  shou ld  a l s o  he  encouraged t o  b e  of 
e q u a l  a s s i s t a n c e  t o  a l l  s t u d e n t s .  
C o u n s e l o r s  and f a c u l t y  should  a s s i s t  young women i n  
u n d e r g r a d u a t e  and g r a d u a t e  s c h o o l  t o  p l a n  t h e i r  c a r e e r s  
i n s t e a d  of h a v i n g  them determined by a c c i d e n t  o r  by someone 
e l s e .  Counselor-mentors  and facul ty-mentors  can a l s o  a s s i s t  
a young woman i n  deve lop ing  s e l f - a s s u r a n c e ,  d e t e r m i n a t i o n ,  
and competency ,  f a c t o r s  which appear  t o  b e  h e l p f u l  i n  c a r e e r  
d e v e l o p m e n t .  
Women who a s p i r e  t o  a d m i n i s t r a t i v e  p o s i t i o n s  s h o u l d  s e e k  
a m e n t o r  e a r l y  and f r e q u e n t l y .  They shou ld  make f u l l  use  o f  
t h e  assistance o f f e r e d  and r e c i p r o c a t e  w i t h  h e l p  of  t h e i r  
o w n .  
T h i s  s t u d y  i n d i c a t e s  t h a t  s u p p o r t  g roups ,  female 
c o l l e a g u e s ,  and f r i e n d s  are h e l p f u l  i n  c a r e e r  development .  
Women a s p i r i n g  t o  a d m i n i s t r a t i v e  p o s i t i o n s ,  a s  w e l l  a s  
men to r s ,  shouLd s t a r t  s u p p o r t  groups which can be h e l p f u l  
t o  them i n  t h e  exchanging o f  i d e a s ,  s h a r i n g  e x p e r i e n c e s ,  and 
p rob lems  w i t h  o t h e r s .  
F i n a l l y ,  i n s t i t u t i o n s  of  h i g h e r  e d u c a t i o n  shou ld  
i n v e s t i g a t e  i n i t i a t i n g  formal  o r  in fo rmal  mentor ing  programs 
w i t h i n  t h e  academic  community. Model programs a r e  a v a i l a b l e  
f o r  review and d i s c u s s i o n  a t  h i g h e r  e d u c a t i o n  i n s t i t u t i o n s  
and i n  b u s i n e s s  and i n d u s t r y .  
Recommendations 
~eplication of this study with women senior-level 
administrators throughout the United States would contribute 
to the growing body of research on women in administration 
and help formulate strategies for increasing the number of 
women in senior-level administrative positions in higher 
education. 
ongoing relationships between mentors and proteges 
should be studied with longitudinal data. This would be 
helpful in determining the positive and negative aspects for 
each person who is a mentor or protege. 
Research on women in other career fields--sports, 
business, politics--would provide further information about 
career mentoring. 
A similar study involving men as well as women in 
higher education administration would be helpful to determine 
if any differences existed in their experiences. 
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APPENDIX A 
LETTER T8 SUBJECTS 
March 2 7 ,  1981 
I n  o r d e r  t o  Complete my d o c t o r a l  d i s s e r t a t i o n  a t  Brake 
u n i v e r s i t y  I am conduc t ing  a s t a t e w i d e  s tudy  o f  t h e  c a r e e r  
p a t t e r n s  o f  s u c c e s s f u l  women i n  h i g h e r  e d u c a t i o n  a d m i n i s t r a -  
t i o n .  Of p a r t i c u l a r  i n t e r e s t  i n  t h i s  s tudy  a r e  t h e  l i f e  
s t a g e s  of women a d m i n i s t r a t o r s  and t h e  ways i n  which 
s i g n i f i c a n t  p e r s o n s  and o t h e r  f a c t o r s  in t h e i r  l i v e s  have  
a f f e c t e d  t h e i r  c a r e e r  d e c i s i o n s .  The f i n d i n g s  will be used 
t o  i n c r e a s e  t h e  unders tand ing  of r o l e  models and mentors  and 
t o  improve t h e  c a r e e r  guidance  c u r r e n t l y  b e i n g  o f f e r e d  in 
e d u c a t i o n a l  i n s t i t u t i o n s .  
You have been s e l e c t e d  a s  a  p a r t i c i p a n t  i n  t h i s  s t u d y  
b e c a u s e  of y o u r  s u c c e s s  and because  your p e r s o n a l  e x p e r i -  
e n c e s  and a t t i t u d e s  can  p rov ide  impor tan t  i n s i g h t s  for o t h e r s  
p l a n n i n g  their c a r e e r s .  
1 would a p p r e c i a t e  y o u r  s h a r i n g  y o u r  e x p e r i e n c e s  w i t h  
m e  on t h e  e n c l o s e d  Survey Q u e s t i o n n a i r e .  B e  a s s u r e d  t h a t  
y o u r  r e s p o n s e s  w i l l  be  h e l d  i n  s t r i c t e s t  conf idence ,  and 
y o u r  anonymity  w i l l  be  a b s o l u t e l y  p r o t e c t e d .  
I would l i k e  t o  r e c e i v e  your  completed Survey b y  
April 15, 1981.  When t h e  Survey i s  r e t u r n e d ,  L w i l l  send you 
an  I n t e r v i e w  Schedule  which will be used i n  conduct ing  a re- 
c o r d e d  t e l e p h o n e  i n t e r v i e w  with you. A s  mentioned i n  our 
t e l e p h o n e  c o n v e r s a t i o n ,  t h e  t e l e p h o n e  interview w i l l  further 
highlight aspects of your  career and f u r t h e r  deve lop  y o g r  
r e s p o n s e s  t o  the Survey Q u e s t i o n n a i r e .  
3 r e a l i z e  that t h i s  is an investment o f  your time and 
good will. I sincerely hope that this will not inconven- 
ience or  i n t e r r u p t  your busy  schedule to any great  extent. 
W e n  the research is completed,  I will be pleased t o  s h a r e  
a summary of t h e  findings w i t h  you. Thank you v e r y  much. 
Sincerely, 
Sue Fcllcn 
3101 S . E -  19th 
1312s F!oines, Iowa 50320 
APPENDIX B 
SURVEY QUESTIONNAIRE: 
I n t r o d u c t i o n  
You h a v e  been s e l e c t e d  t o  be  a p a r t i c i p a n t  i n  t h i s  
~ e s e a r c h  s t u d y  0-h c a r e e r s  o f  women a d m i n i s t r a t o r s  i n  
h i g h e r  e d u c a t i o n .  
Qf p a r t i c u l a r  i n t e r e s t  i n  t h i s  p r o j e c t  a r e  t h e  
e x p e r i e n c e s  you  have had th roughou t  your c a r e e r  t o  da te  
and t h e  ways t h a t  s i g n i f i c a n t  pe r sons  and o t h e r  f a c t o r s  i n  
your  l i f e  h a v e  i n f l u e n c e d  your  c a r e e r  d e c i s i o n s .  The 
r e s e a r c h  f i n d i n g s  w i l l  be used t o  i n c r e a s e  the unders tand ing  
o f  r o l e  mode l s  and mentors  and t o  improve t h e  c a r e e r  guid-  
a n c e  c u r r e n t l y  b e i n g  o f f e r e d  i n  e d u c a t i o n a l  i n s t i t u t i o n s .  
D i r e c t  i o n s  
1. P l e a s e  c o m p l e t e  a13 i t e m s  a s  i n d i c a t e d .  
2 .  F e e l  f r e e  t o  add your  comments i n  t h e  space  p rov ided .  
I f  y o u  n e e d  more room, p l e a s e  add e x t r a  sheets, and 
i n d i c a t e  t h e  q u e s t i o n  number t o  which you a r e  re- 
f e r r i n g .  
3 .  When you  have  completed the q u e s t i o n s ,  place t h e  Survey 
in t h e  r e t u r n  enve lope ,  and r e t u r n  it t o  m e  by A p r i l  15. 
THANK YOU VERY MUCH FOR YOUR PARTICIPATION 
Would you l i k e  a copy o f  t h e  r e s e a r c h  f i n d i n g s ?  - Yes No - 
Your correct m a i l i n g  address :  
Your t e l e p h o n e :  ( 1 
Is  t h i s  business o r  home? 
SURVEY QUESTIONNAIRE 
1. What i s  your  b i r t h d a t e ?  
( spec i fy  month and yea r )  
2, P l e a s e  c i r c l e  your o rder  of b i r t h :  
Only c h i l d  
1st bo rn  1 
2nd bo rn  
3rd b o r n  3 
4 t h  o r  l a t e r  born 4 
3 .  P l e a s e  c i r c l e  t h e  p lace  of b i r t h  f o r  each of t h e  fol lowing:  
USA 
S e l f  
Mother Z 2 
Father 1 2 
4 .  P l e a s e  i n d i c a t e  your r a c i a l  o r  e t h n i c  group(s) : 
American I n d i a n  1 Or ien ta l  4 
Caucas ian /whi te  2 Spanish Surname 5 
3 6 
( spec i fy  o the r )  
5. a .  In what r e l i g i o n ( s )  were you r a i s e d ?  ( ~ p t i o n a l )  
C a t h o l i c  1 
Jewish  L 
P r o t e s t a n t  3 
Buddhis t  4 
O t h e r  5 
Jewish 2 
P r o t e s t a n t  3 
Buddhist  4 
Other  5 
5 .  b .  which r e l i g i o n  do you cu r ren t ly  prac t ice?  
(Opt iona l )  
C a t h o l i c  
6. What is your cu r ren t  mar i t a l  s t a t u s ?  
S i n g l e  (never  married) 1 
S i n g l e  (d ivorced)  2 
S i n g l e  (widowed) 3 
Marr ied (only  once) 4 
7 .  How many c h i l d r e n  have you had? 
( s p e c i f y  number) 
8. What i s  y o u r  h ighes t  l e v e l  of formal education? 
Baecal  a u r e a t e  degree 1 
Bacca laurea te  degree 
p l u s  courses  2 
Master ' s degree 3 
M a s t e r ' s  degree 
p l u s  courses  4 
Doctora te  degree 5 
P o s t d o c t o r a l  courses b 
Note: If t h i s  informat ion appears on your v i t a  o r  i n  
some o t h e r  b iog raph ica l  ske tch  about you, p l ea se  
omi t  t h i s  s e c t i o n  and a t t a c h  a  copy of t h a t  
i n fo rma t ion .  
Type o f  
I n s t i t u t i o n  
Type of Dates P o s i t i o n ( s )  
P o s i t i o n  Held 
1 0 .  P l e a s e  i n d i c a t e  your c u r r e n t  gross annual s a l a r y :  
$10,000-$14,999 1 $30,000-$34,999 5 
$25,000-$29,999 4 $50,000 or  more 8 
11. P l a c e  an "x" bes ide  t h e  word t h a t  b e s t  de sc r ibes  t h e  
method by which you s e l e c t e d  an admin i s t r a t i ve  c a r e e r :  
Acc iden ta l  
1 2 .  When d i d  you f i r s t  decide upon a c a r e e r  i n  educat ion 
a d m i n i s t r a t i o n ?  ( C i r c l e  t h e  corresponding number) 
B e f o r e  h i g h  schoo l  1 
During h i g h  school  2 
During  c o l l e g e  3 
During t i m e  of first jab 4 
During f i r s t  admin i s t r a t i ve  
ass ignment  5 
O t h e r  6 
(p lease  specify) 
LIFET LIvlE CONTINUOUS EMPLOYMENT PATTEW 
(employment continuously throughout my adult 
life; did not combine employment and family) 
DOUBLE-TRACK PATTERN (combined employment, 
family and homemaking throughout my adult l i f e )  
INTERRUPTED PATTERN (took time off to rear my 
children and then returned to uninterrupted 
employment) 
INTERMITTENT RE-ENTRY AND EXIT PATTERN 
( frequently entered and left labor market 
throughout my adult life) 
14. a. At what age did you first become part of 
administration? 
(specify age) 
b. What was your first administrative position? 
(title) 
15 .  Would you choose education administration as your f i e l d  
if you could begin your career again? 
Yes 1 
16. If you answered "no" to question 1 5 ,  which field would 
you choose? 
- (specify field) 
118 
7 .  The f o l l o w i n g  is  a  l ist  of poss ib l e  problems o r  
~ h s t a c l e s  t h a t  you have encountered i n  developing your 
career. For each p o s s i b i l i t y ,  i n d i c a t e  whether it was 
a MAJOR problem (1) , MINOR problem ( 2 )  , o r  NOT A 
PROBLEM ( 0 ) .  
NOT A 
M I N O R  PROBLEM 
~ m p l o y e r  d i s c r i m i n a t i o n  1 2 0 
Female co-worker r e sen t -  
ment 1 2 0 
Male co-worker resentment 1 2 0 
Lack o f  s k i l l s  o r  knowledge 1 2 0 
Lack of c e r t a i n  academic 
d e g r e e s  or c r e d e n t i a l s  1 2 0 
Husband 's  n e g a t i v e  a t t i -  
t u d e  toward my c a r e e r  1 
O t h e r  r e l a t i v e ' s  or f r i e n d ' s  
n e g a t i v e  a t t i t u d e  toward 
my c a r e e r  1 
Having c h i l d r e n  o r  o t h e r  
f a m i l y  r e s p o n s i b i l i t i e s  1 2 
Low e x p e c t a t i o n s  by 
f a c u l t y  and o t h e r s  1 2 
O t h e r  1 
( s p e c i f y )  
L i s t  o t h e r s  on back. 
Your comments : 
p l e a s e  i n d i c a t e  t h e  f i v e  f a c t o r s  from t h e  list below 
t h a t  w e r e  t h e  most h e l p f u l  i n  t h e  development of your 
career. Write a "1" be fo re  t h e  most i n f l u e n t i a l ,  a 
"2" b e f o r e  t h e  second,  and a " 3 "  before  t h e  t h i r d  most 
i n f l u e n t i a l  and s o  f o r t h .  
Remaining s i n g l e  
G e t t i n g  marr ied 
Being s e p a r a t e d  and/or divorced 
Family i n h e r i t a n c e  
Having c h i l d r e n  
N o t  hav ing  c h i l d r e n  
Being p h y s i c a l l y  a c t i v e  
Knowledge gained in school  o r  o the r  courses 
Rece iv ing  formal counseling 
Being competent 
Luck o r  fate 
Hawins a good pe r sona l i t y  
Being agg res s ive  
Changing geographical  l oca t ion  
Having a r o l e  model o r  mentor 
T r a v e l i n g  (home o r  abroad) 
Havinq s t r o n g  d r i v e  and determinat ion 
Othe r  
( s p e c i f y  1 
Your comments : 
p l e a s e  t a k e  a few moments t o  r e f l e c t  on your life t o  
da te .  where a p p r o p r i a t e ,  p l e a s e  l i s t  t h e  key person 
or p e r s o n s  (by role, not by name, e .  g .  , f a t h e r ,  aun t .  
math t e a c h e r ,  boss, m i n i s t e r ,  counselor ,  spouse, 
friend, ete.1 who have had t h e  g r e a t e s t  i n f luence  i n  
your l i f e .  P l e a s e  c i r c l e  t h e  sex  (male o r  female) of 
each person. P l e a s e  c i r c l e  t h e  + o r  - sign t o  i n d i c a t e  
whether t h e  i n f l u e n c e  was p o s i t i v e  o r  negat ive .  
A g e  
Person f s )  Who Have Had t h e  
Grea t e s t  In f luence  on M e  
Birth- 11 m f + -  m f + -  
12-17 m f + -  m f + -  
18-22  m £ + -  m £ + -  
23-28 m f + -  m f + -  
35-44 m f t -  rn f  + -  
45-54 m f - t -  m f + -  
55-64 m f + -  m f + -  
6 5 +  r n f  + -  m f + -  
Your comments : 
AS you rev iew t h i s  l i s t  of persons ,  who were t h e  t h r e e  
p e o p l e  (by r o l e .  n o t  by name) who most d i r e c t l y  
i n f l u e n c e d  your  c a r e e r  t o  d a t e ?  Again p lease  c i r c l e  t h e  s e x  of each  person and i n d i c a t e  p o s i t i v e  o r  
n e g a t i v e  i n f l u e n c e .  
m f + -  
most i n f l u e n t i a l  
m f + -  
second  most i n f l u e n t i a l  
m f + -  
third most i n £  l u e n t i a l  
Your comments: 
2 1 .  My e x p e r i e n c e  i s  t h a t  I had ( c i r c l e )  : 
One s i g n i f i c a n t  person whom I would 
c a l l  my "mentor" o r  sponsor i n  my ca ree r  L rn £ 
Two o r  more persons  who ac ted  as my 
men to r s  2 rn f 
N o  p a r t i c u l a r  person who could be 
c a l l e d  my mentor 0 
Yaur comments : 
22. Having one o r  more sponsors/mentors is h e l p f u l  t o  a 
young woman beginning a ca ree r .  ( c i r c l e )  
S t r o n g l y  Agree I 
Agree 2 
Undecided 3 
D i s a g r e e  4 
S t r o n g l y  Disagree  5 
In t h e  p a s t  I have ( c i r c l e )  
~ e t e d  a s  a mentor f o r  one person i n  h i s  
o r  h e r  career 
Acted as a mentor f o r  more than one 
p e r s o n  
~ o t  a c t e d  a s  a mentor f o r  another  
p e r s o n  0 
Your comments : 
2 4 .  I n  t h e  f u t u r e  it is l i k e l y  t h a t  I will ( c i r c l e )  
Act as a mentor f o r  one person i n  h i s  
or  he r  career I m f  
A c t  as a mentor f o r  mare than  one person 2 m f 
Not a c t  as a mentor f o r  another  person 0 




a t  h a v e  b e e n  t h e  most s i g n i f i c a n t  o r  i n f l u e n t i a l  
ors a s s i s t i n g  you i n  deve lop ing  your career? 
at problems or o b s t a c l e s  have  you encountered  i n  
w e l o p i n g  y o u r  c a r e e r ?  
t h a s  b e e n  most  s a t i s f y i n g  abou t  your c a r e e r ?  
what q u a l i t i e s  d o  you c o n s i d e r  most impor tant  i n  an 
a d m i n i s t r a t o r  ( l e a d e r  and policy-maker) ? 
What q u a l i t i e s  d o  you s e e k  i n  o t h e r s  you might employ? 
5* P l e a s e  comment on your  r e l a t i o n s h i p  w i t h  t h e  i n d i v i d u a l s  
you listed as most  d i r e c t l y  i n f l u e n c i n g  your c a r e e r ?  
6 .  What a s s i s t a n c e  d i d  you r e c e i v e  from t h a t  r e l a t i o n s h i p ?  
Can you  g i v e  examples o f  ways i n  which you were helped? 
7 .  How o f t e n  d i d  you see e a c h  o t h e r ?  
8. How d i d  y o u r  r e l a t i o n s h i p  a f f e c t  your l i f e ?  
9. Have you  e v e r  a s s i s t e d  someone w i t h  h i s  o r  he r  c a r e e r ?  
I n  w h a t  way h a v e  you a s s i s t e d  him/her? 
10. How i m p o r t a n t  is  i t  for  a young woman beginning a c a r e e r  
t o  h a v e  a mentor?  Why? 
